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ABSTRACT
Facilitating Training Transfer for Entrepreneurs Enrolled in
Business Training Programs in Peru
Matthew J. Karlsven
Department of Instructional Psychology and Technology, BYU
Doctor of Philosophy
Entrepreneurship and business training programs have been created and administered
throughout the world and particularly in developing economies to help entrepreneurs open new
businesses and grow their current businesses. Evaluations of these programs have shown that
most of them successfully help entrepreneurs expand their knowledge and understanding of
business principles and practices, but few entrepreneurs will then apply or transfer what they
learn into their businesses. Without many entrepreneurs making changes in how they run their
businesses, it is no surprise that these training programs generally show little impact on sales or
profits.
This research explores how business training programs in developing economies can help
entrepreneurs go beyond just learning about business principles to making changes in their
businesses based on those principles. Put simply, this research explores how training programs
can help entrepreneurs act on what they learn.
The research for this dissertation is presented in three articles. Article 1 includes a review
and analysis of findings from a decade of evaluations and research on entrepreneurship training
programs in developing economies around the world. In this analysis, I identified factors that
have been found to positively affect training transfer, and then based on these findings I
developed a theoretical framework of how training transfer can be facilitated.
Article 2 is a multiple case analysis of seven trainers from two different entrepreneurship
training programs based in Lima, Peru. This article includes an analysis of six months of in-field
observations and interviews conducted in Peru, revealing several challenges trainers face while
helping entrepreneurs apply what they learn as well as strategies the trainers use in their efforts
to overcome those challenges.
Article 3 includes a field experiment to test if using learning contracts in a training
program will help more entrepreneurs begin following new business practices. This article also
includes a quasi-experimental impact evaluation of the training program as a whole on
entrepreneurs’ business knowledge, application of business principles, and sales and expenses.
The learning contracts showed some impact but not on all business practices. The training
program as a whole had a statistically significant impact on knowledge and application but the
impact on sales was not statistically significant.
Keywords: entrepreneurship, training programs, training transfer, training effectiveness, learning
contracts, multiple case analysis, impact evaluation
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DESCRIPTION OF RESEARCH AGENDA AND DISSERTATION STRUCTURE
Developing countries around the world often have incredibly high levels of
entrepreneurial activity, many of which are in the nascent stages of starting a business (Global
Entrepreneurship Monitor, 2018). To support these entrepreneurs that make up large portions of
the economy, training programs have been created by governments, NGOs, and private training
companies (Cho & Honorati, 2014). Unfortunately, these training programs as a whole have not
led entrepreneurs to more business success (McKenzie & Woodruff, 2014). The ineffectiveness
of the training programs to make an impact on business performance is likely because the
entrepreneurs enrolled do not apply the skills and practices taught in the programs into their
businesses (McKenzie & Woodruff, 2015). The research presented in this dissertation focuses on
understanding and facilitating training transfer of business practices for entrepreneurs enrolled in
training programs in developing economies.
Dissertation Structure
This dissertation, Facilitating Training Transfer for Entrepreneurs Enrolled in Business
Training Programs in Peru, is written in a multiple journal article format. A short summary of
each article is provided. Articles with appendices are planned to be submitted to journals that
allow for appendices, and therefore will comply with journal submission requirements.
Article 1 – From Training to Doing: A Review and Theoretical Framework Based on a
Decade of Research on Training Transfer for Business Training Programs in Developing
Economies
The first article of this dissertation is a literature review which analyzes the state of the
research on training transfer for entrepreneurs in developing economies. Twenty-five articles
were gathered which described experimental studies with results regarding factors connected to
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training transfer. Several factors related to the training program, the individual, the business, and
the environment were analyzed for their impact on training transfer. Based on those factors, I
created a theoretical framework of training transfer that can be used to guide further research on
entrepreneurship training effectiveness. The literature review then includes a discussion of each
of these characteristics and identifies specific directions for future research. The findings of the
literature review guided the formation of the research questions of the second and third articles
of this dissertation.
This article may be submitted to journals such as Journal of Business Venturing (Web of
Science impact factor of 6), Educational Research Review (Web of Science impact factor of 4.9),
or Management Decision (Web of Science impact factor of 1.5).
Article 2 – The Role of Trainers in Entrepreneurship Training: A Multiple Case Study
The second article is a multiple case analysis examining the lived experiences of seven
trainers as they help entrepreneurs going through two business training programs in Lima, Peru.
For six months I conducted semi-structured interviews and in-field observations with these
trainers to understand what role the trainers play and what experiences trainers have while trying
to facilitate training transfer. I created individual case studies for each trainer and then conducted
a cross-case analysis of all seven trainers. The analysis uncovered several different kinds of
challenges trainers and entrepreneurs face that can hinder successful training transfer. In their
efforts to overcome those challenges, trainers used various strategies such as strengthening
relationships, providing consistent and long-term support, motivating, building knowledge and
understanding, and customizing the training to the needs and wants of the entrepreneurs.
This article may be submitted to journals such as Journal of Business Venturing (Web of
Science impact factor of 6), Education & Training (ResearchGate impact factor of 1.7),
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Management Decision (Web of Science impact factor of 1.5), or Journal of Developmental
Entrepreneurship (ResearchGate impact factor of 0.75).
Article 3 – Do Learning Contracts Boost Training Transfer for Entrepreneurs Enrolled in
Business Training in Peru?
The third article describes an experiment to measure the impact of adding learning
contracts to an entrepreneurship training program as well as a quasi-experiment to evaluate the
impact of the training program as a whole on measures of business knowledge, business
practices, and sales and expenses. The study was conducted with a training program for small
business owners in Lima, Peru. The training program lasted for six months and included monthly
classroom-based training and individualized follow up visits from trainers employed by the
training company. The data was analyzed using OLS regression and chi-square tests, showing
that learning contracts affected business practices somewhat but that was not the case for all
types of business practices measured. The training program as a whole had a statistically
significant impact on business knowledge and practices, but the impact was not significant for
sales.
This article may be submitted to journals such as Journal of Business Venturing (Web of
Science impact factor of 6), Entrepreneurship and Regional Development (Web of Science
impact factor of 2.7), or Journal of Developmental Entrepreneurship (ResearchGate impact
factor of 0.75).
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Abstract
Training programs have been implemented by governments, NGOs, and other organizations to
support entrepreneurs in developing countries. Most of these programs fail to make an impact on
business practices, which is a likely reason why most programs do not lead to significant changes
in business success. Until now, there has not been a comprehensive analysis of what has been
found in the research literature regarding training transfer of business practices for these training
programs. This literature review provides an analysis of factors that have been investigated for
their impact on business practices, including characteristics of the training program, the
individual, the business, and the environment. A theoretical framework of determinants of
training transfer was then developed to guide future research.
Keywords: entrepreneurship, business training, training transfer, training effectiveness
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Introduction
A number of business training programs have been implemented by governments, nongovernmental organizations (NGOs), and universities to support business creation and business
growth for entrepreneurs around the world (Cho & Honorati, 2014). These programs have varied
in terms of their content, length, delivery, and participants (Cho & Honorati, 2014; Glaub &
Frese, 2011; McKenzie & Woodruff, 2014; Rideout & Gray, 2013) and have sometimes been
administered in conjunction with some kind of financial support such as a loan or grant.
Unfortunately, even with the large amount of time, money, and effort expended on a
variety of business training programs around the world, the majority of business training
programs for entrepreneurs in developing countries have shown little to no impact on business
performance (see meta-analysis by Cho & Honorati, 2014 and review by McKenzie & Woodruff,
2014). One likely reason for the low changes in business performance is that the entrepreneurs
failed to apply the business practices they learned in the training programs (McKenzie &
Woodruff, 2014, 2015) as management practices have been shown to impact business outcomes
in larger firms in the United States and Western Europe (Bloom & Van Reenen, 2007) as well as
in small businesses in developing countries (McKenzie & Woodruff, 2015).
Generally speaking, business training programs in developing countries have made little
impact on the behavior of entrepreneurs. McKenzie and Woodruff’s (2014) review included 16
impact evaluations of business training programs in developing countries, finding that the typical
impact on business practices was between 0.1 and 0.2 standard deviations (6-7%). Cho and
Honorati’s (2014) meta-analysis included 37 studies of different interventions for entrepreneurs
in developing countries described as either training, financing, or counseling (or some
combination of the three). They found among the pool of studies that training had only a slight
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impact on business practices (0.075, p < 0.1). If certain business practices are likely to impact
business outcomes, then it is important to find out how a business training program can
positively facilitate changes in those practices.
Previous reviews and meta-analyses (Cho & Honorati, 2014; Glaub & Frese, 2011;
Karlan et al., 2012; McKenzie & Woodruff, 2014; McKenzie & Woodruff, 2015) have provided
valuable information on the impact of training programs in developing countries and have
provided some ideas as to which factors influence behaviors such as business practices.
However, none of these reviews have provided a comprehensive analysis of all of the factors that
have been researched for an impact on business practices in the context of business training for
entrepreneurs in developing countries. Thus, a comprehensive analysis is needed to better
understand the state of the research and the most promising directions for future research.
This literature review adds to this growing body of literature on business training for
entrepreneurs in developing countries by taking a more granular look at factors that have been
investigated for their impact on business practices. This review provides a more comprehensive
look at which factors have been investigated most, which factors have seen little investigation,
and which potentially promising factors have not yet been researched (drawing somewhat from
the greater research literature on training transfer). It also provides foundational support for
future research to understand how business training programs can improve the business practices
of entrepreneurs in developing countries. In addition, we produced a theoretical framework
which expands beyond previous training transfer models in certain areas.
Method
The pool of studies reviewed here came from a variety of sources. The search for relevant
articles first focused on four databases: BusinessSource Premier, PsycINFO, ERIC, and
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ProQuest. Several articles referenced training evaluations that had been published by the World
Bank so online World Bank publications were included in the search as well. When a relevant
article was found, often it would include references to other potentially relevant articles, thus
providing another source for gathering more articles for the review.
Following the example of the review by Blume et al. (2010), we first identified articles
related to training transfer using the search terms “training transfer,” “transfer of training,”
“training effectiveness,” and “learning transfer.” To narrow results down to business training for
entrepreneurs, we included the following search terms: “entrepreneur,” “entrepreneurship,”
“entrepreneurship education,” “entrepreneurship training,” “entrepreneurship incubator,” and
“business training.”
We used a few criteria to determine which articles to include. Articles had to be relevant
to the purpose of this literature review. More specifically, studies had to be about some kind of
business-related training or learning-based intervention for entrepreneurs (business owners or
aspiring business owners). Interventions that were included were delivered in locations such as
those labelled as “developing countries” in the review by McKenzie and Woodruff (2014) and
which were included in the International Monetary Fund’s list of emerging and developing
economies (International Monetary Fund, 2018) or economies labelled as factor-driven or
efficiency-driven (as opposed to innovation-driven) in the 2017-2018 GEM Report on
Entrepreneurship (Global Entrepreneurship Monitor, 2018).
We did not include studies of capital grants or microfinance alone unless the intervention
included some kind of educational intervention as well. The articles had to report findings about
training transfer, which came to be defined as any change in business-related behavior as a result
of the intervention. In terms of quality, any studies that set out to show a causal relationship had
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to have been conducted using a randomized control trial or similar methods that can more
strongly demonstrate causal relationships. We included articles published from the years 2010 to
2019.
Twenty-five articles were included in the final pool of articles for this literature review.
Three of these articles were literature reviews (Cho & Honorati, 2014; Glaub & Frese, 2011;
McKenzie & Woodruff, 2014). The rest included individual studies of interventions for
entrepreneurs or potential entrepreneurs in various developing countries. Most of these
interventions were training programs. Other interventions were one-on-one consulting and
mentoring. Some interventions were combined with capital grants or loans. Each article reported
measures of impact on some training transfer outcome such as record keeping, marketing,
inventory management, creating new products, or other business practices.
Analysis of the articles began with gathering basic information about each study, such as
the type of intervention, the sample, the research method used, independent variables, outcome
variables (those related to training transfer), covariates, and the findings of each study in terms of
what factors impacted training transfer. The factors that were tested for their impact on training
transfer were then organized into the categories of intervention characteristics, individual
characteristics, business characteristics, and environmental characteristics, which we then
developed into a theoretical model of training transfer. Finally, we compared our model of
training transfer with others that have been brought forward for larger business or organizational
contexts.
Findings
After identifying all of the variables measured for impact on training transfer, we grouped
them into categories of factors related to the training program, the individual entrepreneurs, the
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business, and the greater environment. We also identified different ways training transfer was
measured, such as when measures were taken, what types of business practices were measured,
and if there were spillover effects beyond the entrepreneurs that participated in the training
programs. Each of these groups and their corresponding factors that showed an impact on
training transfer are displayed in Figure 1.
After grouping training transfer factors into categories, we developed a theoretical
framework (shown in Figure 2) based on our analysis that can be used to guide further research
on training transfer in these settings. The framework shows the impact of training programs on
business practices moderated by factors related to individual entrepreneurs, their businesses, and
the greater environment. We describe some of our key findings for each of these groups of
factors as well as whether they had a positive, negative, or not significant impact on training
transfer. Finally, we compare our model with models of training transfer that have been brought
forward in other training settings.
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Figure 1
Factors Identified to Have a Positive Effect on Training Transfer for Entrepreneurs in
Developing Economies
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Figure 2
Theoretical Framework of Factors Connected to Training Transfer in the Context of
Entrepreneurs in Business Training Programs in Developing Economies

Training Program Characteristics
Content of the Training
Three studies experimentally compared the impact of different training content on
training transfer of business practices (Anderson-MacDonald et al., 2014; Campos et al., 2017;
Drexler et al., 2014). Rule of thumb training outperformed standard business training alone in
terms of impact on business practices (Drexler et al., 2014). Personal initiative training and
standard business training both made positive impacts on business practices, but the changes
from the personal initiative training were larger and lasted longer (Campos et al., 2017). The
study by Anderson-MacDonald et al. (2014) showed that marketing training made more of an
impact on marketing practices and financial training impacted financial practices in general, but

9

FROM TRAINING TO DOING: A REVIEW AND THEORETICAL FRAMEWORK

10

there were certain financial practices that were impacted by marketing training, and vice versa.
Results are shown in Table 1.
Table 1
Intervention Content Investigated for Impact on Business Practices
Citation

Content

AndersonMacDonald et
al. (2014)

Financial Training

Campos et al.
(2017)

Drexler et al.
(2014)

Positive Negative

Not
Significant

Total

% Positive

19

11

30

63%

Marketing Training

21

9

30

70%

Management
Training

18

7

25

72%

Personal Initiative
Training

21

4

25

84%

Rule of Thumb
Training

5

5

100%

Standard
Accounting
Training

1

5

20%

4

Delivery of the Training
Three studies looked at how the delivery of a training program impacts business practices
(Brooks et al., 2016; Bulte et al., 2017; Cho & Honorati, 2014). The study by Brooks et al.
(2016) measured the effects of training delivered through a business training program with a
mentoring program where entrepreneurs were matched with more experienced and successful
entrepreneurs from the same industry. The researchers found that those in the mentoring group
were more likely to switch suppliers, spend more money on inventory at certain times, and
compare suppliers, which was likely because the mentors were helping the novice entrepreneurs
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find better places to buy inventory. They also found that entrepreneurs that had mentors that kept
accounting records were more likely to begin keeping similar records.
The study by Bulte et al. (2017) measured the impact of a training program for female
entrepreneurs in which some entrepreneurs had their male partners attend the training with them,
but this made no significant difference in business practices used after the training program. Cho
and Honorati’s meta-analysis (2014) showed that when an intervention (including various
interventions other than business training for entrepreneurs) was delivered by the private sector it
tended to make less of an impact on business practices than programs delivered by non-private
organizations. Results are shown in Table 2.
Table 2
Training Delivery Investigated for Impact on Business Practices
Citation

Intervention Delivery

Brooks et al. Business Training
(2016)

Bulte et al.
(2017)

Positive Negative Not Significant

Total

% Positive

2

2

31

35

6%

Mentoring

7

3

25

35

20%

Gender and Business
Training (Only
Female Members
Invited)

8

8

100%

Gender and Business
Training (With Male
Partners Invited)

8

8

100%

Follow Up Support
One method for boosting the intensity of training was adding individualized follow up
support with trainees. Of the four studies that reported results on how follow up support impacts
training transfer, two of them showed little to no change (Drexler et al., 2014; Giné & Mansuri,
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2014) and two others showed a positive change (McKenzie & Puerto, 2017; Valdivia, 2015). It
appears that follow up support was not the primary driver of business practices but could lead to
higher adoption rates of business practices in some situations. Results are shown in Table 3.
Table 3
Follow-Up Assistance Investigated for Impact on Business Practices
Citation

Intervention

Total

% Positive

5

100%

5

5

0%

4

5

20%

3

5

0%

7

5

12

58%

5

1

6

83%

Business Training With
or Without Mentoring

5

1

6

83%

Valdivia
(2015)

Business Training

8

50

62

13%

Business Training +
Technical Assistance

17

45

62

27%

Giné and
Mansuri
(2014)

Business Training

7

3

11

64%

1

1

0%

Drexler et Rule of Thumb Training
al. (2014)
Follow Up (Rule of
Thumb Training)
Accounting Training

Positive Negative
5

1

Follow Up (Accounting
Training)
McKenzie Business Training
and Puerto Business Training +
(2017)
Mentoring

Handholding

Not
Significant

2

4

1

Additional Financial Support
It was not uncommon for training to be delivered in combination with some kind of
financial assistance (Cho & Honorati, 2014). Some studies tested whether simply adding
financial assistance would lead to different changes in business practices (Berge et al., 2015; Cho
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& Honorati, 2014; De Mel et al., 2012; De Mel et al., 2014; Giné & Mansuri, 2014; Karlan et al.,
2015; Martínez et al., 2013). Overall, these studies showed that adding financial support leads to
higher changes in business practices. Only one study (Martínez et al., 2013) tested different
levels of financial support, and the researchers found that the more financial assistance was
given, the more business practices improved. One exception was found in Karlan et al.’s (2015)
study, where the group of Ghanaian tailors that received a financial grant along with consulting
saw lower improvements in record keeping than those that did not receive the grant. Perhaps
unsurprisingly, the studies that measured the impact of financial assistance alone (Berge et al.,
2015; De Mel et al., 2014; Giné & Mansuri, 2014; Karlan et al., 2015) showed no impact on the
vast majority of business practices. Results are shown in Table 4.
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Table 4
Impact of Training With Financial Assistance
Citation

Intervention

Positive Negative Not Significant Total % Positive

Giné and
Mansuri
(2014)

Business Training

7

Business Training +
Loan Lottery Winner

3

11

64%

5

6

11

46%

Loan Lottery Winner

1

10

11

9%

Business Training

6

14

20

30%

Business Training +
Grant

8

12

20

40%

Grant

2

18

20

10%

De Mel et al.
(2012)

Business Training

7

1

8

88%

Business Training +
Cash Grant

8

8

100%

De Mel et al.
(2014)

Business Training

7

7

100%

7

7

0%

5

7

14%

Berge et al.
(2015)

Karlan et al.
(2015)

1

Savings Treatment
Temporary Wage
Subsidy

1

Consulting

3

3

6

50%

Consulting + Financial
Grant

1

3

4

25%

4

4

0%

5

5

100%

5

5

100%

Financial Grant
Martínez et al. Business Training +
(2013)
Financial Grant
Business Training +
Extra-Large Financial
Grant

1

Individual Characteristics
Several studies reported results relating to how characteristics of the individual
entrepreneurs predicted transfer of business practices. These characteristics included gender, age,
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education level, psychological factors, knowledge, previous behavior, previous experience,
social connections, family characteristics, and some other individual characteristics. Results are
shown in Table 5 (see Table D1 for results for individual studies).
Gender
Gender could be the most researched individual factor in the pool of studies (Berge et al.,
2015; Bruhn & Zia, 2012; Gielnik et al., 2015; Gine & Mansuri, 2014; Glaub et al., 2015; Karlan
et al., 2015; Mensmann & Frese, 2019). The majority of business practices did not differ
according to gender, but most of these studies found that males and females had some significant
differences in at least some business practices after an intervention. Some studies found that
males had higher impacts than females in business practices such as extending and accepting
trade credit (Bruhn & Zia, 2012) and record keeping (Giné & Mansuri, 2014). Others found
some differences in practices between males and females before training (identifying business
opportunities, introducing new products, and marketing), but those differences disappeared after
the intervention (Gielnik et al., 2015; Glaub et al., 2015). After the training was implemented in
the study by Berge et al. (2015), males had higher rates of marketing, record keeping, and
number of employees fired, while females were more likely to give their employees bonuses.
When training was combined with a financial grant, females were even more likely than males to
give bonuses to their employees, fire employees, and make investments in their business, and the
grant boosted the females’ record keeping to just above the level of the males. Adding the
financial grant made no positive change in business practices for males but did lead to fewer
employees fired. It appears that across these studies, males and females did not differ on most
business practices after training, but when they did, males tended to have higher rates of business
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practices than females. However, females in some cases made more changes after participating
in training combined with financial support than males did.
Age
Age was another characteristic reported in several studies for its connection to training
transfer of business practices (Bruhn & Zia, 2012; Bulte et al., 2017; Gielnik et al., 2015; Mano
et al., 2012; Mensmann & Frese, 2019). Most of these studies reported that age either had no
impact or that older entrepreneurs made fewer changes to their business practices. The one
exception to this was the study by Gielnik et al. (2015) that reported that older entrepreneurs
were better at business opportunity identification before completing the intervention. However,
after the intervention was completed, age had no significant impact on any business practice.
Education
The education category includes formal schooling as well as apprentice training or
previously attending a business training. Previous education was measured in several studies
(Bruhn & Zia, 2012; Gielnik et al., 2015; Glaub et al., 2015; Karlan et al., 2015; Mano et al.,
2012) and for the most part, previous education did not predict changes in business practices.
Sometimes education level predicted practices before an intervention, but that relationship
disappeared after training in some cases (Gielnik et al., 2015; Glaub et al., 2015). Mano et al.
(2012) was the only study that showed a positive connection between education level and any
business practice, as the number of years of schooling predicted if the entrepreneur visited
customers 12 months after the intervention was completed.
Cognitive Ability, Self-Efficacy, and Other Psychological Factors
Psychological factors such as cognitive ability, self-efficacy, and need for cognition were
measured for their impact on business practices in some studies (Bruhn & Zia, 2012; Gielnik et
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al., 2015; Glaub et al., 2015; Mensmann & Frese, 2019). As a whole, these psychological factors
made somewhat of an impact, but in many cases, they did not significantly predict business
practices. Self-efficacy made a positive impact on various practices in the studies by Gielnik et
al. (2015) and Mensmann and Frese (2019) but made no significant impact in a study by Glaub et
al. (2015). Cognitive ability predicted some business practices, but most of the time it had no
connection or even a negative impact on business practices, as was the case in the study by
Gielnik et al. (2015). Risk aversion was measured in one study (Bruhn & Zia, 2012) and made no
significant impact or a negative impact on some practices. The researchers in one study found
that a person’s satisfaction with the training had no significant relationship with later changes in
business practices (Glaub et al., 2015).
Business Knowledge
Measures of knowledge before and after training were assessed for their impact on
transfer of business practices in four studies (Bruhn & Zia, 2012; Bulte et al., 2017; Gielnik et
al., 2015; Glaub et al., 2015) and produced mixed results. In Bulte et al.’s study (2017), the
researcher’s measured knowledge after training and found that it was connected to all of their
business practice measures (innovation, marketing, and record keeping). Bruhn and Zia’s study
(2012) reported that financial literacy before training predicted whether or not someone would
accept or extend trade credit after training, but not if they would develop new products, start new
marketing campaigns, or separate personal and business finances. Gielnik et al.’s study (2015)
indicated that knowledge measured early on did not predict later business practices, but
knowledge later on did predict business practices. Glaub et al.’s study (2015) found no
connection between knowledge and practices, regardless of when knowledge was measured.
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Previous Behavior
Unsurprisingly, in studies that looked at business practices before training (Gielnik et al.,
2015; Glaub et al., 2015; Mensmann & Frese, 2019), previous behavior often predicted future
behavior. Mensmann and Frese’s (2019) study showed the most consistent positive connection
between early business practices and later business practices. The other two studies (Gielnik et
al., 2015; Glaub et al., 2015) showed some mixed results, with the effects of previous practices
disappearing over time.
Business Experience
Previous experience was measured for its connection with training transfer in two studies
(Gielnik et al., 2015; Karlan et al., 2015). One study (Karlan et al., 2015) found no connection
between years of experience as a tailor and the number of business practices a tailor adopted
during the intervention. Another study (Gielnik et al., 2015) measured two types of previous
experience: employment experience and entrepreneurship experience. They found that
entrepreneurship experience predicted action planning, business opportunity identification, and
taking any action to start a business.
Social and Family Connections
Social connections measured include being a member of a tailors’ association, the size of
one’s social network (Karlan et al., 2015), and having relatives in business (Gielnik et al., 2015).
None of these factors showed a significant impact on business practices. Having relatives in
business was correlated with identifying business opportunities before the intervention but that
relationship disappeared one month after the intervention finished.
One study reported how marriage status and household size predicted business practices
(Bulte et al., 2017). Marriage status positively impacted general practices, innovation, marketing,
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and record keeping. They found that household size influenced general practices and record
keeping at different times after training, but it did not make any impact on innovation.
Religion, Ethnicity, and Being Local
Studies by Bruhn and Zia (2012) and Mano et al. (2012) found that being from the local
region positively predicted business practices. Field et al.’s study (2010) found that being a part
of different religious and social caste groups significantly impacted whether or not entrepreneurs
talked more frequently with family members about their business. Bruhn and Zia (2012) reported
that being of Bosniak ethnicity did not significantly predict practices.
Table 5
Individual Characteristics Investigated for Impact on Business Practices
Category

Positive

Negative

Not Significant

Total

% Positive

Psychological Characteristics
Gender
Behavior

23
16
34

3
7

49
45
14

75
68
48

31%
24%
71%

Knowledge

12

16

28

43%

Age
Education
Family Characteristics
Previous Experience
Ethnicity, Birthplace
Social Characteristics
Total

1
3
10
5
8
1
113

18
18
6
10
4
8
188

28
22
16
15
14
9
323

4%
14%
63%
33%
57%
11%
35%

9
1

2
22

Business Characteristics
Various business characteristics were measured for their connection with changes in
business practices. These business characteristics were line of business, financial outcomes (such
as sales, profits, and revenues), business growth, number of employees, whether the business was
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formally registered, and other outcomes such as business assets. Results are shown in Table 6
(see Table E1 for results for individual studies).
Industry
The influence of a business’s industry on business practices was investigated in five
studies (Bruhn & Zia, 2012; Giné & Mansuri, 2014; Glaub et al., 2015; Mano et al., 2012;
Mensmann & Frese, 2019), and most of these studies found that industry influenced at least
some business practices. Giné and Mansuri (2014) was the only study to report no differences,
but their measure was on whether or not the participant was self-employed, and not according to
industry.
Financial State of the Business
Three studies (Calderon et al., 2012; Glaub et al., 2015; Karlan, et al., 2015) found no
connection between pre-intervention profits/sales and post-intervention business practices. The
study by Mensmann and Frese (2019) found that pre-intervention profits predicted quantitative
personal initiative (number of changes made in the business) but not qualitative personal
initiative (the effort put into making a change in the business).
Size, Years in Operation, and Establishment of the Business
For the most part, measures related to having a more established business (e.g., owning a
business prior to training, years of operation, number of employees, registering the business,
having business assets, and having a permanent structure for the business) did not predict
whether or not that business would adopt new business practices after an intervention (Bruhn &
Zia, 2012; Gielnik et al., 2015; Glaub et al., 2015; Karlan et al., 2015; Mano et al., 2012).
Gielnik et al.’s study (2015) reported that those who had already created and ran a business prior
to the intervention were more likely to look for new business opportunities, but less likely to
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make plans to get the business going. Previous years of operation did not predict record keeping,
analyzing records, or visiting customers (Mano et al., 2012). Number of employees prior to an
intervention did not predict practices related to taking initiative (Glaub et al., 2015) or adopting
new business practices (Karlan et al., 2015). The study by Karlan et al. (2015) found no
significant correlation between a business being registered and whether or not that business
adopted business practices introduced in the intervention. Bruhn and Zia’s study (2012) found
that businesses that were registered with the government were more likely to accept trade credit,
but no more likely to extend trade credit after the training program. The study by Bruhn and Zia
(2012) found no predictive relationship between having business assets prior to the intervention
and accepting or extending trade credit after the intervention. Neither did the cost of replacing a
business asset predict whether or not new business practices were adopted after an intervention
in the study by Karlan et al. (2015). Using a permanent structure for the business also did not
predict how many business practices were adopted (Karlan et al., 2015).
Table 6
Business Characteristics Investigated for Impact on Business Practices
Category

Positive

Negative Not Significant

Total

% Positive

Line of Business

6

4

25

35

17%

Sales/Profits/Revenues

9

1

15

25

36%

Business Growth

8

1

8

17

47%

Establishment of Business

1

13

14

7%

1

1

0%

62

92

26%

Costs
Total

24

6

Environmental Characteristics
Three studies included environmental characteristics, that is, where the businesses or the
interventions were located (Bruhn & Zia, 2012; Bulte et al., 2017; Gielnik et al., 2015) and found
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differing results. The study by Bruhn and Zia (2012) found that rural businesses adopted
practices of accepting and extending trade credit no differently than other businesses. Bulte et
al.’s study (2017) was conducted in four regions in Vietnam, finding that some regions
performed worse than others in terms of general business practices, but with no differences in
terms of innovation, marketing, or record keeping. The intervention in one study (Gielnik et al.,
2015) was implemented at two universities. The researchers found that one of the universities
had higher levels of action planning (planning to start a business) and entrepreneurial action
(taking action on plans to start a business), but these differences disappeared after the training
had been given at both universities. Results are shown in Table 7 (see Table F1 for results for
individual studies).
Table 7
Environmental Characteristics Investigated for Impact on Business Practices
Category
Location
Urban/Rural
Total

Positive

Negative

Not Significant

Total

% Positive

2

1

2

1

12
4
16

15
4
19

13%
0%
11%

Types of Training Transfer
Impact Over Time
Training transfer of business practices were measured as early as during a training
program to as far as more than two years after an intervention was completed (see Table B1 for
when measures were taken in each study). The majority of results in the studies showed that the
impact on business practices tended to fade over time. However, some studies showed that a
positive impact remained on some practices over two years after the intervention was completed
(Campos et al., 2017; De Mel et al., 2014; McKenzie & Puerto, 2017) and two studies showed
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higher impact in some of their long-term measures than on short-term measures (Bulte et al.,
2017; McKenzie & Puerto, 2017) although it was unclear if the difference between the shortterm and long-term measures was significant. Overall, business practices had a positive change
in the first 6 to 12 months after the intervention and then that impact faded. Results are shown in
Table 8 (see Tables G1-G6 for further analysis of how business practices change over time).
Table 8
Impact on Business Practices Across Six Month Time Intervals
When
During
0-6 Months
7-12 Months

Positive
4
71
76

13-18 Months

4

19-25 Months

24

26+ Months

10

Negative
3
7
4

Not significant
5
46
105

Total
9
120
188

% Positive
44%
59%
40%

1

5

80%

61

89

27%

23

33

30%

Total
189
14
241
444
43%
Note. This table shows the impact (positive, negative, or not significant) of interventions on
measures of business practices over time. The time periods are divided into categories relative to
the time of the intervention (during, 0-6 months after, 7-12 months after, 13-18 months after, 1925 months after, and more than 26 months after the intervention).
Different Business Practices
Several different types of business practices were measured across studies. The most
common business practices measured were those related to marketing and record keeping.
Practices related to personal initiative, relationship-forming, and record keeping were most likely
to be positively impacted, while business registration, inventory management, and human
resources practices had fewer positive changes. Certain practices (such as personal initiative,
relationship-forming, registering the business, and record keeping and planning) may have lasted
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longer than others, but they also tended to decrease over time. Results are shown in Table 9 (see
Table H1-H10 for results for individual studies).
Table 9
Impact on Different Types of Business Practices
Category

Positive

Negative Not Significant Total % Positive

Marketing and Sales

53

5

80

138

38%

Record Keeping and Planning

65

3

47

115

57%

New Products or Processes

29

31

60

48%

Inventory Management

10

3

34

47

21%

Relationship-Forming

19

2

10

31

61%

Personal Initiative

23

7

30

77%

Business Investment

7

19

27

26%

Human Resources

6

15

21

29%

Formality/Registered

2

8

10

20%

Miscellaneous Combinations
of Practices

27

11

38

71%

Total

241

262

517

47%

1
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Spillover Effects
Five studies looked at how the effects of an intervention might “spillover” or impact
individuals other than the entrepreneurs actually enrolled in a program (Brooks et al., 2016;
Calderon et al., 2012; Drexler et al., 2014; Karlan et al., 2015; McKenzie & Puerto, 2017). Most
looked at the impact on entrepreneurs with similar or nearby businesses to those participating in
the intervention. Brooks et al. (2016) was the only study to look at the impact on those business
owners that were mentoring some of the entrepreneurs participating in the study. Almost all of
the practices measured in these studies found no significant spillover impact. For those few that
found a significant spillover of at least one measure of business practices (Calderon et al, 2012;
Karlan et al., 2015; McKenzie & Puerto, 2017) the actual magnitude of the change was relatively
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small. Results are shown in Table 10 (see Table I1 for results according to business practice
category).
Table 10
Spillover of Business Practices to Entrepreneurs Not Enrolled in an Intervention
Study

Spillover Group

Brooks et al.
(2016)

Mentors

Calderon et al.
(2012)

Entrepreneurs in the
Same Village

Drexler et al.
(2014)

Nearby Businesses

Karlan et al.
(2015)

Entrepreneurs in the
Control Group

McKenzie and
Puerto (2017)

Businesses in the
Same Marketplace

Total

Positive

Not significant

Total

% Positive

2

2

0%

1

2

50%

2

2

0%

2

2

4

50%

1

23

24

4%

4

30

34

12%

1

Theoretical Framework and Comparison With Other Training Transfer Models
Figure 2 represents a framework for training transfer for entrepreneurs in business
training in developing countries and adds to the existing literature on training transfer in
organizational settings. We reviewed several other models and frameworks of training transfer in
the greater training research literature (Baldwin & Ford, 1988; Kirkpatrick, 1979; Thayer &
Teachout, 1995; Tonhäuser & Büker, 2016) and compared their structure and factors to our
model.
Kirkpatrick’s model of training evaluation (1979) has been one of the most widely used
in studies of training and evaluation (Sahoo & Mishra, 2017). Kirkpatrick’s model suggests that
training transfer happens after learning, which Kirkpatrick described as “principles, facts and
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techniques… understood and absorbed” (Kirkpatrick, 1979, p. 82). Our model includes “business
knowledge” as one factor that affects training transfer, but sometimes entrepreneurs did not
adopt new practices even after demonstrating that they had an understanding of the business
practices. Kirkpatrick’s model does not suggest any other factors to how training transfer is
facilitated.
Three other popular training transfer models (Baldwin & Ford, 1988; Thayer & Teachout,
1995; Tonhäuser & Büker, 2016) all share somewhat similar categories of factors relating to the
training program, the individual, and the work environment (sometimes called “transfer
climate”). These categories aligned somewhat to our model’s categories of training program
characteristics, individual entrepreneur characteristics, and business/environmental
characteristics.
The biggest difference between our model and these previous models was the
characteristics of the work environment. Factors such as supervisor support or organizational
punishment do not usually apply to entrepreneurs who have no supervisor and are often the sole
worker in the business. Many entrepreneurs also employed family members in the business,
which might bring a different dynamic to training transfer than it might look like in a training
program for a larger company. In addition, environmental factors outside of the business can
play a role in entrepreneurship training transfer, but these kinds of factors were not emphasized
in the previous training transfer models.
Discussion
Training Program Characteristics
In terms of training content, the analysis of the studies in this review indicates that
standard financial or accounting training is not the best option for changing business practices. In
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particular, rule-of-thumb training and personal initiative training made higher impacts on
business practices than standard business training. More research can be done to find out why the
rule of thumb and personal initiative content is more effective. For example, more research could
be done to understand if these programs are only superior when delivered as a whole, or if an
existing business training program be designed to include rule of thumb or personal initiative
modules and expect the same results. Also, the training transfer literature in developed countries
and larger firms includes different aspects of training content that can enhance training transfer,
including practical relevance, how training situations resemble the workplace, setting learning
goals, error management, behavior modeling, and relapse prevention strategies (Tonhäuser &
Büker, 2016). These kinds of approaches could be tested to find if they lead to more training
transfer for entrepreneurs in developing countries as they have in larger firms.
The delivery of training has seldom been researched for programs that seek to train
entrepreneurs in developing countries. It is likely that individual mentoring leads to different
impacts on training transfer than classroom-based training. Brooks et al.’s study (2016) showed
that the record-keeping practices of a mentor were a significant factor for predicting whether or
not record-keeping was adopted by the mentee entrepreneur. The study by Karlan et al. (2015)
showed that a full year of individualized professional consulting services for tailors in Ghana
impacted business practices during the consulting, but one year after the consulting ended there
was virtually no impact. Perhaps classroom-based training would have been more effective or a
less expensive and time-intensive option for supporting the Ghanaian tailors. More research is
needed to understand when and where it is appropriate to deliver an intervention through
mentoring, and when classroom-based training would be a better option.
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Only one study (Bulte et al., 2017) tested the impact of who was invited to attend the
training. In their study, one group consisted of only female entrepreneurs, and another group
included female entrepreneurs and each of those entrepreneurs’ male partners. While they found
no significant difference between the groups in terms of business practices adopted, this is a
potentially fruitful area of research. Training transfer research in larger firms has shown that
social support and work environment are the largest predictors of training transfer (Tonhäuser &
Büker, 2016). Perhaps if more key members of an entrepreneur’s business or social circle were
included in the training to various degrees, it could impact the entrepreneur’s adoption of
business practices. For example, if a particular employee is more often in front of customers, that
employee could be included in any training modules regarding customer service or sales. It may
be appropriate to include decision-making family members (such as a spouse or parent) in
discussions to set expectations about the goals of the training program and how they can best
support the entrepreneur in achieving those goals.
One aspect found in the training transfer literature, but that has not been tested in
entrepreneurship training in developing countries, is training content delivered to entrepreneurs
before the training program begins. For example, sending videos and other preparatory materials
to future participants has been shown to impact training transfer in other settings (Tonhäuser &
Büker, 2016). Pre-training preparatory material or activities could be included in existing
entrepreneurship training programs and tested for how they influence entrepreneur adoption of
new business practices. Research could also be done to better understand how to best include
pre-training material into existing training programs. A related question worth pursuing would be
the intensity of these pre-training materials and when to deliver them to have the most transfer of
business practices.
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Among the studies that looked at the impact of adding individualized support combined
with training, two found little to no positive impact from individualized follow up support
(Drexler et al., 2014; Giné & Mansuri, 2014) while two others saw some positive impact
(McKenzie & Puerto, 2017; Valdivia, 2015). It is unclear why follow up support has not been
consistently effective. Further research could investigate follow up support that varies in
intensity in conjunction with activities that occur during the follow up. The relationship between
the entrepreneur and those giving the individualized follow up support could also be investigated
for connections to training transfer.
Another characteristic of training programs that was reported in some studies was
combining training with financial support. In general, training with financial support has higher
impacts on business practices than training alone. Also worth mentioning is the distinction
between males and females in their reaction to additional funding found in the study by Berge et
al. (2015). In their study, females appeared to make more improvements in their business
practices when extra funding was added to the training program while the funding did not seem
to influence the business practices of the males as much.
Several avenues for future research into the effectiveness of adding financial support to a
training program exist. Martínez et al. (2013), the only researchers who tested different levels of
financial support for their connection with business practices, found that application of business
practices increased with more financial support. More research could be done to understand how
much financial support is ideal for impacting training transfer under certain conditions, and how
to evaluate what level of financial support is best to provide an individual entrepreneur. More
understanding is needed regarding how financial support impacts business practices. Perhaps
financial support increases an entrepreneur’s motivation, attitude, or commitment to the training
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program, which then makes her more likely to adopt the business practices being taught. Perhaps
financial support helps to overcome financial barriers for certain business practices (such as
paying for marketing materials), or financial support leads to business growth that necessitates
better financial or accounting practices. A better understanding of why training combined with
financial support improves business practices may lead to identifying effective but less expensive
options that can substitute for high levels of financial support. For example, if the expense of
marketing materials is a barrier to adopting new advertising practices, training on how to
leverage technology to advertise at a lower expense could make a similar impact as providing
extra financial support.
Individual Characteristics
Individual characteristics were researched most prevalently (in terms of variety of
different variables measured) in the literature included in this review. Still, there are unanswered
questions regarding how to determine which individual characteristics are related to positive
training transfer of business practices.
While the majority of business practices did not differ between females and males,
gender was often a predictor of at least some business practices, with males usually
implementing certain business practices more than females. More research is needed to
understand the kinds of training programs or interventions that benefit males and females, and
how a training program customized for males or females can be best implemented to impact
business practices. A better understanding is needed with respect to why the adoption of some
business practices can be significantly different for males and females. Females and males may
have different barriers to adopting new business practices that are rooted in cultural,
environmental, financial, or other factors. Females tended to respond more favorably to financial
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support, and more research is needed to understand why this is the case and if it is consistent
across various cultures, geographic areas, and economies.
When age was a significant factor for predicting training transfer, older participants
implemented fewer changes in business practices. More research is needed to understand if older
entrepreneurs make fewer changes because of personal or business characteristics. Perhaps the
training programs focus on skills that are more difficult to put into practice for older
entrepreneurs, meaning they may need extra support to implement them. Training programs
could also teach how to implement practices in ways that work better for the situations and
businesses of older entrepreneurs.
Psychological factors such as self-efficacy and cognitive skills are also potential avenues
for further research for how they impact training transfer. Training transfer research in larger
firms has shown positive impacts from self-efficacy and cognitive skills as well as other factors
that have not yet been researched for entrepreneurs in developing countries, such as transfer
motivation, personality traits, expected utility, and individual goal intentions (Tonhäuser &
Büker, 2016). More research can be done to measure if these factors impact training transfer for
entrepreneurs in developing countries, and how to best select for or develop these psychological
factors in business training programs. Some of the best examples of research on business training
for entrepreneurs, utilizing well-researched psychological theories and models, were found in the
studies of personal initiative training (Campos et al., 2017; Gielnik et al., 2015; Glaub et al.,
2015; Mensmann & Frese, 2019).
This review showed that, in some cases knowledge (before or after training) predicted
business practices, but in other cases it did not. This is an important area for further research, as
teaching how to do certain business practices is often a key activity of a training program.

FROM TRAINING TO DOING: A REVIEW AND THEORETICAL FRAMEWORK

32

Perhaps training programs should focus less on delivering information and more on motivating
and supporting entrepreneurs to apply what they learn, as is the case in personal initiative
training that has shown higher and longer-lasting impacts on business practices than standard
training (e.g., Campos et al., 2017). More research is needed to understand the key pieces of
information that an entrepreneur needs in order to apply it to their business, and which
information may not be necessary. Measures of knowledge might not only include whether an
entrepreneur knows a certain concept, but also if they know when and how to apply that concept
into their own business.
Several other individual factors (marriage status, being from the local region, previous
behavior) have been shown in some situations to predict training transfer. A better understanding
of these individual factors would be important for understanding who the best candidates for
training programs might be and how to best support various different entrepreneurs enrolled in
business training programs in developing countries.
Business Characteristics
This review shows evidence that business practices were adopted at different rates
according to industry or business type. Several studies included entrepreneurs from a variety of
industries, while others focused on a few or even a single industry. More research can be done to
better understand how an entrepreneur’s industry affects how they adopt different business
practices. Also, it could be the case that certain business practices are more important for
business success in certain industries than others. A better understanding of business practices
according to different industries could better inform how interventions are designed and
entrepreneurs are selected in order to make the greatest impact.
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Other business characteristics that may warrant further study for training transfer are pretraining sales and profits, whether or not a business is formally registered with the government
before training, and what kinds of business growth activities the entrepreneur is doing before the
training. These have shown impacts on some business practices, and more study would be
needed to understand how these factors may play a role in adopting better business practices
after training. Other factors such as number of employees, business assets, and years of operation
have been studied to a certain degree but have not shown impacts on adoption of business
practices.
Organizational factors such as social support and organizational structure and
circumstances have been shown to have the biggest impact on training transfer in larger firms
(Tonhäuser & Büker, 2016), but these kinds of factors have not been investigated at all for
entrepreneurs in developing countries. More research is needed to understand how business
practices are connected to different sources of social support, such as from business partners,
employees, customers, or family members. Feedback from others has also been shown to impact
business practices in larger firms (Tonhäuser & Büker, 2016). More research is needed on how
entrepreneurs get feedback on their business, how that feedback impacts how they run their
business, and how a training program might provide meaningful feedback that will help
entrepreneurs improve their business practices.
Organizational processes and structure impact training transfer in larger firms (Tonhäuser
& Büker, 2016), and some of these factors could be researched for entrepreneurs as well. For
example, research could be done to investigate how opportunities are found or created for
entrepreneurs to apply in their businesses what they learn in training. A social and business
atmosphere that reinforces commitment and learning for the entrepreneur can make training
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transfer more likely (Tonhäuser & Büker, 2016), but this possibility has not been investigated for
entrepreneurs in developing countries.
Environmental Characteristics
Environmental factors not directly related to the business or the training program were
investigated in only three studies (Bruhn & Zia, 2012; Bulte et al., 2017; Gielnik et al., 2015)
which included measures of the impact of location where the training was conducted. Perhaps
environmental factors are more difficult to measure for impact and may require multiple sites for
training. These studies indicate some differences in training transfer according to location. More
research is needed to understand how environmental characteristics influence training transfer of
business practices. This may include social norms and cues, economic conditions and policies, or
cultural traditions or beliefs. A better understanding is needed regarding how training programs
can be facilitated to make an impact on business practices in a variety of challenging
environmental situations.
Types of Training Transfer
Impact Over Time
To adequately track the impact of an intervention over time, multiple short-, medium-,
and long-term measures could be administered (McKenzie & Woodruff, 2014). Ten of the
studies included only one measure after an intervention, and most of those measures were taken
within one year of the intervention. The studies by De Mel et al. (2014) and Campos et al. (2017)
were the best examples of studies that included multiple measures up to around two years postintervention. More research is needed that includes multiple measures of business practices over
time. More research is also needed to better understand why certain business practices tend to
have a longer-lasting change than others. The impact of time could also be investigated further in
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connection with characteristics of the training program, the entrepreneur, the business, and the
environment.
Different Business Practices
Business practices related to record keeping and marketing were measured most often
across studies. More research is needed on different business practices, particularly inventory
management, which has been shown to likely be connected to business performance (McKenzie
& Woodruff, 2015). Another limitation is the variety of measurement instruments used, which
makes it difficult to directly compare the impact on business practices across studies. A common
measurement instrument could be the survey based on the Start and Improve Your Business
Program used by McKenzie and Woodruff (2015) in several contexts. The measure includes
record keeping, financial planning, inventory management, and marketing. Measures of
innovation and human resources practices would also be appropriate to include in a measurement
tool that could be used across studies. This kind of generalized business practices measure could
be useful even for training programs that do not include content on all of the items measured, as
some studies (e.g., Anderson-MacDonald et al., 2014) show that a training program can impact
business practices even if those business practices are not specifically covered in the training
curriculum.
Spillover Effects
If spillover means that competing businesses adopt techniques or products similar to
those that attended a training program, it could be a positive outcome worth pursuing (McKenzie
& Woodruff, 2014). However, we found little to no successful spillover of business practices in
this literature review. More understanding is needed about how spillover of business practices
can happen. Perhaps certain individuals that are well-connected or are influencers in a particular
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marketplace or industry would create more spillover when they attend a training program.
Perhaps certain marketplaces or industries are structured in a way that allows frequent social
contact, cooperation, or competition that would help facilitate spillover of business practices. It
could be that certain kinds of business practices spillover more easily than others. In their
review, McKenzie and Woodruff (2014) suggested that the studies that measured spillover did
not have large enough sample sizes to detect spillover effects. More research is needed with
adequate sample sizes and statistical power to better understand what facilitates spillover of
business practices.
Interaction Effects
Few studies looked at interactions between variables for their impact on training transfer
of business practices. Two studies looked at financial support in combination with gender (Berge
et al., 2015; Giné & Mansuri, 2014), but few other interactions were investigated in the studies.
More research could be done to better understand interactions between various characteristics of
training, individuals, businesses, and environments for how they are connected to training
transfer of different business practices.
Theoretical Implications
Most other frameworks of training transfer appear to presuppose that the training is
happening in a medium or large firm, highlighting factors such as organizational culture or
management’s attitude toward the training (Tonhäuser & Büker, 2016). These models may not
easily apply for an entrepreneur running a small business with only one or two employees
(sometimes a family member), no formal organizational structure, and no management team
beyond the entrepreneur him or herself. In addition, previous models of training transfer
typically have included factors related to the work environment (such as supervisor support and
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opportunities to apply the skills learned in training; e.g., Baldwin & Ford, 1988; Thayer &
Teachout, 1995), but have not focused as much on other characteristics of the business as a
whole (such as how the business is growing in sales) or within the greater competitive market
(such as business location or industry).
Other frameworks of training transfer include several characteristics of the individual and
the training program that have not been researched in the context of entrepreneurship training in
developing economies. For example, the motivation of the entrepreneur has been found as a key
factor in training transfer (Baldwin & Ford, 1988; Thayer & Teachout, 1995) but has not been
explored much for entrepreneurship training transfer. Similarly, adding goal setting or relapse
prevention modules to training programs in larger organizations can play a role in training
transfer (Thayer & Teachout, 1995) but little to no research has been done to see if these kinds of
modules may work in an entrepreneurship training setting.
When comparing our entrepreneurship training transfer model with other training transfer
models, it can be tempting to simply borrow factors from one model and add it to the
entrepreneurship training model. However, one must remember that the setting, goals, and
challenges of an entrepreneur may be different than those of an employee at a large organization.
For instance, what works in a company or university in the United States with thousands of
learners may not work for an entrepreneur that works with her family making and selling shoes
in a Peruvian market. Other training transfer models may be somewhat useful to inform practice
in entrepreneurship training in developing economies, but local, contextual, and cultural
circumstances should first be considered before applying training transfer principles of larger
organizations to entrepreneurship training for small businesses.
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Conclusion
This literature review focused on factors that have been investigated for their impact on
training transfer of business practices for entrepreneurs enrolled in business training programs in
developing countries. Over twenty studies were identified and analyzed. Factors that were
investigated in the pool of studies included training program characteristics, individual
characteristics, business characteristics, and environmental characteristics.
Some factors such as training content, follow up visits, financial support, gender, age,
self-efficacy, cognitive ability, knowledge, previous behavior, marriage status, industry, and
location of the business were shown in at least some studies to influence training transfer.
Transfer typically diminishes over time, but the impact on certain business practices lasts longer
than other business practices. The literature on training transfer for these training programs
remains relatively unexplored in several areas, offering many opportunities for future research. A
theoretical framework (Figure 2) resulted from the review and could be used to guide future
research on training transfer for entrepreneurs in developing countries.
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Appendix A
Studies Included in the Literature Review
Table A1
Studies Included in the Literature Review
Study
AndersonMacDonald et
al. (2014)

Sample Size
555

Location

Intervention

Practices Measured

South Africa

Financial Training

Marketing

Marketing Training

New Products or
Processes
Record Keeping and
Planning

Berge et al.
(2015)

644

Tanzania

Business Training

Business Investment

Business Training
and Grant

Human Resources
Marketing

Grant
Record Keeping and
Planning
Brooks et al.
(2016)

Bruhn and Zia
(2012)

538

445

Kenya

Bosnia and
Herzegovina

Business Training

Inventory Management

Mentoring With
More Experienced
Entrepreneur

Marketing
Record Keeping and
Planning

Business and
Business Investment
Financial Education
Course
Marketing
New Products or
Processes
Record Keeping and
Planning
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Table A1 (continued).
Study
Bruhn et al.
(2018)

Sample Size

Location

Intervention

Practices Measured

432

Mexico

Consulting Services Formality/Registered
Human Resources
Inventory Management
Marketing
New Products or
Processes
Record Keeping and
Planning

Bulte et al.
(2017)

187 Credit
Vietnam
Centers (3412
Borrowers)

Gender and
Business Training
(With and Without
Male Partners
Invited)

Marketing
New Products or
Processes
Record Keeping and
Planning
Misc. Combinations of
Business Practices

Calderon et al.
(2012)

17 Villages,
875
Entrepreneurs

Mexico

Business Literacy
Training

Formality/Registered
Record Keeping and
Planning
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Table A1 (continued).
Study
Campos et al.
(2017)

Sample Size
1500

Location

Intervention

Practices Measured

Togo

Management
Training

Business Investment
Formality/Registered

Personal Initiative
Training

Human Resources
Marketing
New Products or
Processes
Personal Initiative
Record Keeping and
Planning
Relationship-Forming
Misc. Combinations of
Business Practices

De Mel et al.
(2012)

1256

Sri Lanka

Business Training

Inventory Management

Business Training
and Cash Grant

Marketing
Record Keeping and
Planning
Misc. Combinations of
Business Practices

De Mel et al.
(2014)

717

Sri Lanka

Business Training
Savings Treatment
Temporary Wage
Subsidy

Misc. Combinations of
Business Practices
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Table A1 (continued).
Study
Drexler et al.
(2014)

Sample Size
1193

Location

Intervention

Practices Measured

Dominican
Republic

Rule of Thumb
Training

Record Keeping and
Planning

Standard
Accounting
Training
Field et al.
(2010)

636

India

Business Training

Relationship-Forming

Gielnik et al.
(2015)

384

Uganda

Action-Based
Entrepreneurship
Training

Personal Initiative

Giné and
Mansuri
(2014)

747

Pakistan

Business Training

Marketing

Loan Lottery
Winner

Record-Keeping and
Planning

Business Training
and Loan Lottery
Winner

Relationship-Forming
Misc. Combinations of
Business Practices

Business Training
With Handholding
Business Training
With Handholding
and Loan Lottery
Winner
Glaub et al.
(2015)

109

Uganda

Personal Initiative
Training

Marketing
Personal Initiative

Karlan and
Valdivia
(2011)

139 Banks,
4591
Entrepreneurs

Peru

Business Training

Formality/Registered
Marketing
New Products or
Processes
Record Keeping and
Planning
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Table A1 (continued).
Study
Karlan et al.
(2015)

Sample Size
160

Location

Intervention

Practices Measured

Ghana

Consulting

Record Keeping and
Planning

Financial Grant
Consulting and
Financial Grant
Mano et al.
(2012)

167

Ghana

Business Training
Total

Misc. Combinations of
Business Practices
Business Investment
Marketing
Record Keeping and
Financial Planning

Martínez et al.
(2013)

1948

Chile

Business Training
and Financial Grant

Inventory Management
Marketing

McKenzie and
Puerto (2017)

157 Markets,
3537
Entrepreneurs

Kenya

Business Training
and Extra Financial
Grant

Record Keeping and
Planning

Business Training

Marketing

Business Training
and Mentoring

New Products or
Processes
Relationship-Forming
Misc. Combinations of
Business Practices

Mensmann
and Frese
(2019)

912

Togo

Personal Initiative
Training and
Coaching

Personal Initiative
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Table A1 (continued).
Study
Valdivia
(2015)

Sample Size
1979

Location

Intervention

Practices Measured

Peru

Business Training

Business Investment

Business Training
and Technical
Assistance

Formality/Registered
Inventory Management
Marketing
New Products or
Processes
Record-Keeping and
Planning
Relationship-Forming
Misc. Combinations of
Business Practices
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Appendix B
When Business Practices Were Measured in Each Study
Table B1
When Business Practices Were Measured
Study
AndersonMacDonald et
al. (2014)

During

0-6
Months

19-25
Months

26+
Months

1, 2, 3, 4

Bruhn et al.
(2018)

1-4

Bulte et al.
(2017)

6

Calderon et al.
(2012)

29-32

5

De Mel et al.
(2012)

3-4

De Mel et al.
(2014)

3

Drexler et al.
(2014)

6

6-12

1
1

12

9-10

9
12

4

2

7, 12

2

7

Campos et al.
(2017)

# of
Measures
1

5-7

Bruhn and Zia
(2012)

Field et al.
(2010)

13-18
Months

6

Berge et al.
(2015)
Brooks et al.
(2016)

7-12
Months

17
15-16

24-25

15

21

40

2

29

4
3

27, 33,
39

7
1
1
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Table B1 (continued).
Study

During

Gielnik et al.
(2015)

0-6
Months

7-12
Months

1

11

Giné and
Mansuri
(2014)

19-25
Months

26+
Months

1

4-5

1

Karlan and
Valdivia
(2011)

Up to 24

3

Mano et al.
(2012)

12

1

Martínez et al.
(2013)

8-9

1

McKenzie and
Puerto (2017)

12

Valdivia
(2015)

0

1

12

Mensmann
and Frese
(2019)

-6

# of
Measures
2

19-22

Glaub et al.
(2015)

Karlan et al.
(2015)

13-18
Months

1, 5

7-10

36

2

25

3

19-25

2
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Appendix C
Impact of Training Programs on Business Practices
Table C1
Impact on Business Practices Measured in Each Study Included in the Literature Review
Study

Positive Negative Not Significant Total % Positive

Anderson-MacDonald et al. (2014)
Berge et al. (2015)
Brooks et al. (2016)

40
14
9

Bruhn and Zia (2012)
Bruhn et al. (2018)
Bulte et al. (2017)
Calderon et al. (2012)
Campos et al. (2017)
De Mel et al. (2012)
De Mel et al. (2014)
Drexler et al. (2014)
Field et al. (2010)

2
2
16
2
39
15
7
6
1

Gielnik et al. (2015)
Giné and Mansuri (2014)
Glaub et al. (2015)
Karlan and Valdivia (2011)
Karlan et al. (2015)
Mano et al. (2012)
Martínez et al. (2013)
McKenzie and Puerto (2017)
Mensmann and Frese (2019)
Valdivia (2015)

6
12
2
2
4
4
10
17
6
25

Total

241

5

20
26
56

60
40
70

67%
35%
13%

1
1

2
9

5
12
16
2
50
16
7
10
3

40%
17%
100%
100%
78%
94%
100%
60%
33%
60%
55%
50%
29%
40%
44%
100%
71%
100%
20%
47%

11
1
4
2

4

95

10
22
4
7
10
9
10
24
6
124

14

262

517

1

4
9
2
5
6
5
7
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Appendix D
Additional Analysis for the Impact of Individual Characteristics
Table D1
Individual Characteristics Investigated for Impact on Business Practices
Category

Studies

Psychological
Characteristics

Bruhn and Zia (2012)

-

None

Total

% Positive

1

1

2

0%

2

15

25

32%

Gielnik et al. (2015)

8

Glaub et al. (2015)

5

15

20

25%

Mensmann and Frese (2019)

10

18

28

36%

49

75

31%

26

40

35%

2

0%

6

7

14%

6

8

0%

3

4

25%

1

1

0%

3

3

6

0%

7

45

68

24%

Psychological
Characteristics Total
Gender

+

23
Berge et al. (2015)

14

Bruhn and Zia (2012)
Gielnik et al. (2015)

2
1

Giné and Mansuri (2014)
Glaub et al. (2015)

3

2
1

Karlan et al. (2015)
Mensmann and Frese (2019)
Gender Total
Behavior

Behavior Total

16
Gielnik et al. (2015)

9

7

16

56%

Glaub et al. (2015)

7

3

10

70%

Mensmann and Frese (2019)

18

4

22

82%

34

14

48

71%
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Table D1 (continued)
Category

Studies

+

Knowledge

Bruhn and Zia (2012)

2

Bulte et al. (2017)

4

Gielnik et al. (2015)

6

-

Glaub et al. (2015)
Knowledge Total
Age

12
Bruhn and Zia (2012)
Bulte et al. (2017)
Gielnik et al. (2015)

3
1

Mano et al. (2012)
Mensmann and Frese (2019)
Age Total
Education

None

Total

% Positive

5

7

29%

4

100%

3

9

67%

8

8

0%

16

28

43%

4

4

0%

5

8

0%

6

7

14%

3

3

0%

6

0%

6
1

Bruhn and Zia (2012)

9

18

28

4%

1

3

4

0%

Gielnik et al. (2015)

1

6

7

14%

Glaub et al. (2015)

1

3

4

25%

1

1

0%

5

6

17%

18

22

14%

Karlan et al. (2015)
Mano et al. (2012)

1

Education Total

3

Family
Bulte et al. (2017)
Characteristics
Family
Characteristics Total

10

6

16

63%

10

6

16

63%

Previous Experience Gielnik et al. (2015)

5

9

14

36%

1

1

0%

10

15

33%

Karlan et al. (2015)
Previous Experience
Total

5

1
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Table D1 (continued)
Category

Studies

+

Social
Characteristics

Gielnik et al. (2015)

1

-

Karlan et al. (2015)

None

Total

% Positive

6

7

14%

2

2

0%

Social
Characteristics Total

1

8

9

11%

Ethnicity, Birthplace Bruhn and Zia (2012)

3

3

6

50%

5

60%

1

3

67%

4

14

57%

188

323

35%

Ethnicity, Birthplace
Total
Individual
Characteristics Total

Field et al. (2010)

3

Mano et al. (2012)

2
8

2

2

113 22
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Appendix E
Additional Analysis for the Impact of Business Characteristics
Table E1
Business Characteristics Investigated for Impact on Business Practices
Category

Studies

+

Line of Business

Bruhn and Zia (2012)

3

-

None

Total

% Positive

1

4

75%

3

3

0%

1

3

4

0%

Giné and Mansuri (2014)
Glaub et al. (2015)
Mano et al. (2012)

2

1

9

12

17%

Mensmann and Frese (2019)

1

2

9

12

8%

6

4

25

35

17%

4

4

0%

7

8

0%

1

1

0%

3

12

75%

Line of Business Total
Sales/Profits/Revenues

Calderon et al. (2012)
Glaub et al. (2015)

1

Karlan et al. (2015)
Mensmann and Frese (2019)
Sales/Profits/Revenues
Total
Business Growth

9

1

15

25

36%

8

1

8

17

47%

8

1

8

17

47%

3

4

25%

Glaub et al. (2015)

4

4

0%

Karlan et al. (2015)

3

3

0%

Mano et al. (2012)

3

3

0%

13

14

7%

1

1

0%

1

1

0%

62

92

26%

Gielnik et al. (2015)

Business Growth Total
Establishment of
Business

Bruhn and Zia (2012)

Establishment of
Business Total
Costs

9

1

1
Karlan et al. (2015)

Costs Total
Business Characteristics
Total

24 6
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Appendix F
Additional Analysis for the Impact of Environmental Characteristics
Table F1
Environmental Characteristics Investigated for Impact on Business Practices
Category

Studies

Location

Bulte et al. (2017)
Gielnik et al. (2015)

Location Total
Urban/Rural

+

-

Not sig.

Total

% Positive

1

7

8

0%

5

7

29%

12
4

15
4

13%
0%

4

4

0%

16

19

11%

2
2

1

Bruhn and Zia (2012)

Urban/Rural Total
Environmental
Characteristics Total

2

1

57
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Appendix G
Additional Analysis on Business Practices Over Time
One step in the analysis was to consider how business practices change over time. The
impact of time was analyzed according to when the behavior was measured in relation to the
intervention. The pool of studies reported measurements of business practices taken before,
during, and after an intervention was given. Post-intervention measurements ranged from being
taken directly after the intervention to over two years after the intervention. In some studies, it
appeared that measurement of outcomes was conducted throughout a longer period of time,
meaning that some participants’ practices may have been measured much earlier or later than
other participants within the same study. Some studies took measurements at multiple times after
an intervention, but then reported a single measure such as the average of all measurement times.
The variance in when measures were taken and reported presented a challenge to analyzing
business practices over time.
As some studies measured business practices at varying times among the same sample,
the pool of studies was categorized into six month measurement increments. In this way, if a
study took measures from some participants two months after an intervention and other
participants three or four months after, all of those measures would be put in the “0-6 months”
category. If a business practice was measured that overlapped multiple categories, it was placed
in the earliest category that was overlapped (for example, if measures were collected nine to 15
months after an intervention, those measures were put into the “7-12 months” category).
If a study reported a combination of measures over time (for example, an average of
measures at six months, 12 months, and 24 months), that outcome was analyzed for overall
impact on business practices, but not included in any analysis for changes over time.
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Table G1
Impact Within Studies Across Six Month Time Intervals
During
Study

0-6 Months 7-12 Months 13-18 Months 19-25 Months 26+ Months

# % Pos.

Anderson-MacDonald et al.
(2014)

#

% Pos.

60

16

% Pos.

#

% Pos.

20

70%

13% 54

13%

5

40%

Bruhn and Zia (2012)
Bruhn et al. (2018)

12

17%

Bulte et al. (2017)

8

100%

8

100%

Campos et al. (2017)

2

100%

2

100%

De Mel et al. (2012)

2

100%

De Mel et al. (2014)

1

100%

Drexler et al. (2014)
Field et al. (2010)

3

33%

Gielnik et al. (2015)

6

83%

Karlan and Valdivia (2011)

7

29%

Karlan et al. (2015)

2

100%

2

100%

4

50%

Mano et al. (2012)
Martínez et al. (2013)
McKenzie and Puerto (2017)
Mensmann and Frese (2019)

4

Valdivia (2015)
Total

9

44% 120

% Pos.

1

100%

10

60%

1

100%

2

50%

2

100%

2

100%

1

100%

1

100%

22

54.5%

Giné and Mansuri (2014)
Glaub et al. (2015)

#

#

% Pos.

67%

Berge et al. (2015)
Brooks et al. (2016)

#

4

0%

5

80%

10

100%

6

50%

100%
62

29%

59% 188

40%

5

80%

20

0%

4

50%

3

100%

6

83%

30%

2

100%

62

11%

89

27% 33

Note. This table shows changes in business practices over six-month time intervals for each
individual study. “#” signifies the number of measures taken. “% Pos” signifies the percent of
measures taken that showed a statistically significant positive relationship between an
intervention and the business practice.
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Table G2
Impact Within Categories of Business Practices Across Six Month Time Intervals
During
Business Practice Category

0-6 Months 7-12 Months 13-18 Months 19-25 Months 26+ Months

# % Pos. #

% Pos.

Business Investment
Formality/Registered

1

0%

#

% Pos.

11

36%

#

% Pos. #

% Pos.

#

% Pos.

4

0%

4

0%

2

0%

2

50%

8

0%

2

0%

2

0%

Human Resources Management

3

0%

8

50%

Inventory Management

9

22%

28

21%

8

0%

Marketing

1

0%

42

52%

55

35%

26

12%

5

20%

New Products or Processes

2 50%

6

50%

17

53%

12

0%

1

100%

13

92%

3

100%

2

100%

2

50%

35

74%

49

47%

16

44%

4

0%

Relationship-Forming

3

33%

7

57%

10

70%

3

67%

Combination of Business Practices 1 100%

7

71%

8

50%

3

100%

9

56%

4

100%

188

40%

5

80%

89

27%

33

30%

Personal Initiative
Record Keeping and Planning

Total

4 50%

9 44% 120 59%

2

50%

Note. This table shows changes in business practices over six-month time intervals for each
business practice category. “#” signifies the number of measures taken. “% Pos” signifies the
percent of measures taken that showed a statistically significant positive relationship between an
intervention and the business practice.
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Table G3
Impact on Business Practices Over Time Within Studies
Study

#

1st Measure % Pos.

2nd Measure % Pos.

Berge et al. (2015)

20

70%

0%

Brooks et al. (2016)

26

15%

12%

Bulte et al. (2017)

8

100%

100%

Campos et al. (2017)

2

100%

100%

De Mel et al. (2012)

2

100%

100%

De Mel et al. (2014)

1

100%

100%

Gielnik et al. (2015)

1

100%

100%

Karlan et al. (2015)

4

75%

25%

McKenzie and Puerto (2017)

6

50%

83%

Mensmann and Frese (2019)

2

100%

100%

Valdivia (2015)

62

29%

11%

Total

134

43%

24%

Note. This table includes only studies with two or more measures taken over time during or after
an intervention. The table shows the impact of interventions on business practices at the first and
second measurement rounds in the studies.
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Table G4
Impact on Categories of Business Practices Over Time Within Studies
Business Practices Category

#

1st Measure % Pos.

2nd Measure % Pos.

Business Investment

8

25%

0%

Formality/Registered

2

0%

0%

Human Resources Management

8

50%

0%

Inventory Management

16

19%

6%

Marketing

39

39%

18%

New Products or Processes

15

53%

20%

Personal Initiative

5

100%

100%

Record Keeping and Financial Planning

24

42%

25%

Relationship-Forming Behavior

7

57%

57%

Combination of Business Practices

10

70%

60%

Total

134

43%

24%

Note. This table includes only studies with two or more measures taken over time during or after
an intervention. “#” signifies the number of measures taken. “% Pos” signifies the percent of
measures taken that showed a statistically significant positive relationship between an
intervention and the business practice.
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Table G5
Direction of Change Within Studies From 1st to 2nd Post-Intervention Measures
Study

Increase

Berge et al. (2015)

% Increase

Decrease

% Decrease

Same

% Same

Total

0%

14

70%

6

30%

20

6

23%

15

58%

26

0%

0%

8

Brooks et al. (2016)

5

19%

Bulte et al. (2017)

8

100%

Campos et al. (2017)

0%

2

100%

0%

2

De Mel et al. (2012)

0%

2

100%

0%

2

De Mel et al. (2014)

0%

1

100%

0%

1

Gielnik et al. (2015)

0%

1

100%

0%

1

Karlan et al. (2015)
McKenzie and Puerto
(2017)

0%

3

75%

1

25%

4

67%

1

17%

1

17%

6

0%

2

100%

0%

2

4

Mensmann and Frese (2019)
Valdivia (2015)

5

8%

20

32%

37

60%

62

Total

22

16%

52

39%

60

45%

134

Note. This table includes only studies with two or more measures taken over time during or after
an intervention. Those measures labelled as “increase” show the number of measures that
increased between the first and second measure taken during or after an intervention (not
baseline measures taken before an intervention). These changes are not necessarily statistically
significant, as most studies did include significance of change between time measures. The
measures labelled as “same” typically mean that both the first and second measures did not show
a significant relationship between the intervention and that measure of business practice.
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Table G6
Direction of Change Within Business Practice Categories From 1st and 2nd Post-Intervention
Measures
Business Practices Category

Increase % Increase Decrease % Decrease Same % Same

Business Investment

0

0%

3

38%

5

63%

Formality/Registered

0

0%

0

0%

2

100%

Human Resources Management

0

0%

4

50%

4

50%

Inventory Management

3

19%

3

19%

10

63%

Marketing

6

15%

15

39%

18

46%

New Products or Processes

2

13%

6

40%

7

47%

Personal Initiative

0

0%

5

100%

0

0%

Record Keeping and Planning

6

25%

8

33%

10

42%

Relationship-Forming

2

29%

4

57%

1

14%

Combination of Business Practices

3

30%

4

40%

3

30%

Total

22

16%

52

39%

60

45%

Note. This table includes only studies with two or more measures taken over time during or after
an intervention. Those measures labelled as “increase” show the number of measures that
increased between the first and second measure taken during or after an intervention (not
baseline measures taken before an intervention). These changes are not necessarily statistically
significant, as most studies did include significance of change between time measures. The
measures labelled as “same” typically mean that both the first and second measures did not show
a significant relationship between the intervention and that measure of business practice.
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Appendix H
Additional Analysis of Impact on Various Business Practices
Table H1
Impact of Interventions on Marketing
Study

Positive Negative Not Significant Total

% Positive

Anderson-MacDonald et al.
(2014)

18

10

28

64%

Berge et al. (2015)

4

4

8

50%

Brooks et al. (2016)

1

29

32

3%

1

1

0%

2

3

33%

2

Bruhn and Zia (2012)
Bruhn et al. (2018)

1

Bulte et al. (2017)

4

4

100%

Campos et al. (2017)

4

4

100%

De Mel et al. (2012)

2

2

100%

5

6

0%

1

2

50%

1

1

0%

Giné and Mansuri (2014)
Glaub et al. (2015)

1
1

Karlan and Valdivia (2011)
Mano et al. (2012)

1

1

100%

Martínez et al. (2013)

2

2

100%

McKenzie and Puerto (2017)

4

4

100%

Valdivia (2015)

11

2

27

40

28%

Total

53

5

80

138

38%

65

FROM TRAINING TO DOING: A REVIEW AND THEORETICAL FRAMEWORK
Table H2
Impact of Interventions on Record Keeping and Planning
Study

Positive Negative

Not Significant Total

% Positive

Anderson-MacDonald et al.
(2014)

21

9

30

70%

Berge et al. (2015)

4

4

8

50%

Brooks et al. (2016)

2

9

12

17%

1

0%

Bruhn and Zia (2012)

1
1

Bruhn et al. (2018)

1

1

100%

Bulte et al. (2017)

4

4

100%

Calderon et al. (2012)

1

1

100%

Campos et al. (2017)

2

2

100%

De Mel et al. (2012)

4

4

100%

Drexler et al. (2014)

6

4

10

60%

Giné and Mansuri (2014)

5

1

6

83%

Karlan and Valdivia (2011)

1

2

3

33%

Karlan et al. (2015)

3

2

5

60%

Mano et al. (2012)

2

2

100%

Martínez et al. (2013)

6

6

100%

Valdivia (2015)

3

1

16

20

15%

Total

65

3

47

115

57%

66
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Table H3
Impact of Interventions on Creating New Products or Processes
Study

Positive Negative Not Significant

Total

% Positive

Anderson-MacDonald et al.
(2014)

1

1

2

50%

Bruhn and Zia (2012)

1

1

2

50%

2

2

0%

4

100%

Bruhn et al. (2018)
Bulte et al. (2017)

4

Campos et al. (2017)

13

7

20

65%

Karlan and Valdivia (2011)

1

1

2

50%

McKenzie and Puerto (2017)

4

4

100%

Valdivia (2015)

5

19

24

21%

Total

29

31

60

48%

Table H4
Impact of Interventions on Inventory Management
Study
Brooks et al. (2016)

Positive
6

Bruhn et al. (2018)

Negative Not Significant
2

18

1

Total

% Positive

26

23%

1

0%

De Mel et al. (2012)

2

2

100%

Martínez et al. (2013)

2

2

100%

16

16

0%

34

47

21%

Valdivia (2015)
Total

10

3

FROM TRAINING TO DOING: A REVIEW AND THEORETICAL FRAMEWORK
Table H5
Impact of Interventions on Practices Related to Forming Relationships
Study

Positive Negative

Not Significant

Total

% Positive

2

100%

3

33%

Campos et al. (2017)

2

Field et al. (2010)

1

Giné and Mansuri (2014)

5

1

6

83%

McKenzie and Puerto
(2017)

5

7

12

42%

Valdivia (2015)

6

2

8

75%

Total

19

10

31

61%

2

2

Table H6
Impact of Interventions on Personal Initiative Behavior
Study

Positive

Negative

Not Significant Total % Positive

Campos et al. (2017)

10

2

12

83%

Gielnik et al. (2015)

6

4

10

60%

Glaub et al. (2015)

1

1

2

50%

Mensmann and Frese (2019)

6

6

100%

Total

23

30

77%

7
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Table H7
Impact of Interventions on Investing in the Business
Study

Positive

Berge et al. (2015)

2

Bruhn and Zia (2012)

1

Campos et al. (2017)

3

Mano et al. (2012)

1

6

Valdivia (2015)
Total

Negative Not Significant

7

Total

% Positive

8

25%

1

100%

1

4

75%

5

6

17%

1

7

8

0%

1

19

27

26%

Table H8
Impact of Interventions on Human Resources Management
Study

Positive

Berge et al. (2015)

4

Bruhn et al. (2018)
Campos et al. (2017)

2

Total

6

Negative

Not Significant

Total

12

16

25%

3

3

0%

2

100%

21

29%

15

% Positive

Table H9
Impact of Interventions on Business Formality or Registering the Business
Study

Positive Negative Not Significant Total

% Positive

2

2

0%

1

100%

1

2

50%

Karlan and Valdivia (2011)

1

1

0%

Valdivia (2015)

4

4

0%

8

10

25%

Bruhn et al. (2018)
Calderon et al. (2012)

1

Campos et al. (2017)

1

Total

2
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Table H10
Impact of Interventions on Miscellaneous Combinations of Practices
Study

Positive

Bulte et al. (2017)

4

4

100%

Campos et al. (2017)

2

2

100%

De Mel et al. (2012)

7

8

88%

De Mel et al. (2014)

7

7

100%

Giné and Mansuri (2014)

2

2

4

50%

Karlan et al. (2015)

1

4

5

20%

McKenzie and Puerto
(2017)

4

4

100%

4

4

0%

11

38

71%

Valdivia (2015)
Total

27

Negative

Not Significant

1

Total

% Positive
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Appendix I
Additional Analysis on Spillover: The Impact on Individuals Not Enrolled in Training
Table I1
Spillover of Each Business Practice Category to Entrepreneurs Not Enrolled in an Intervention
Business Practices

Positive

Not significant

Total

% Positive

5

5

0%

3

4

25%

Formality/Registered

1

1

0%

New Products or Processes

4

4

0%

Relationship-Forming

12

12

0%

Marketing
Record Keeping and Planning

1

Combination of Business Practices

3

5

8

38%

Total

4

30

34

12%

Running head: THE ROLE OF TRAINERS IN ENTREPRENEURSHIP TRAINING
ARTICLE 2
The Role of Trainers in Entrepreneurship Training: A Multiple Case Study

Matthew J. Karlsven
Stephen C. Yanchar
W. Gibb Dyer
Brigham Young University

72

THE ROLE OF TRAINERS IN ENTREPRENEURSHIP TRAINING

73

Abstract
Entrepreneurship training programs have been created to support and grow economies
throughout the world by strengthening small businesses. In general, these training programs have
led to little impact on sales or profits, likely because relatively few entrepreneurs go on to apply
the business practices they learn in training. Little research has been done on how
entrepreneurship training program designers and administrators can better facilitate the adoption
of better business practices. Using multiple case analysis, we examined the role and experiences
of seven trainers from two entrepreneurship training programs in Lima, Peru. Trainers played a
key role in managing groups of entrepreneurs to engage in the programs and to put new business
principles into practice. Effective trainers used various strategies and resources outside of their
official duties of delivering training material and content. Skilled trainers are an invaluable part
of training programs and should not be overlooked in the discussion of how to effectively design
and implement these programs in developing economies.
Keywords: entrepreneurship, business training, training transfer, training effectiveness,
trainers, coaching
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Introduction
In both large and small businesses around the world, better business practices are
connected to higher chances of success (Bloom & Van Reenen, 2007; McKenzie & Woodruff,
2015). These business practices include activities related to record keeping, financial planning,
inventory management, and marketing (McKenzie & Woodruff, 2015). As these business
practices are adopted, it is likely that profits and business survival will increase (McKenzie &
Woodruff, 2015).
To improve the outcomes of small businesses, several business training programs have
been implemented in a variety of settings. These programs vary somewhat on the content and
delivery of the training (for reviews, see Cho & Honorati, 2014; Glaub & Frese, 2011; McKenzie
& Woodruff, 2014; McKenzie & Woodruff, 2015). Unfortunately, the majority of evaluations of
these business training programs have shown little to no impact on business practices or business
outcomes such as sales and profits. McKenzie and Woodruff (2014, 2015) argue that the low
impact on sales and profits is likely due to the low impact on business practices, and that the
programs that had a larger impact on business practices also saw a corresponding impact on
business outcomes. If this is indeed the case, then it would seem important to find out why or
why not training programs lead to effective changes in entrepreneur business practices.
This study contributes to the literature on business training for entrepreneurs in
developing countries by investigating what experiences and contexts are related to training
transfer for entrepreneurs enrolled in a business training program, specifically exploring the role
of trainers and coaches in supporting entrepreneurs to make changes in their businesses. Training
transfer can be influenced by different training experiences and environments (Tonhäuser &
Büker, 2016), therefore we decided it would be enlightening to produce a qualitative, rich,
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contextual, and nuanced look at the efforts of trainers and coaches in facilitating the success of
entrepreneurs in training programs.
Literature Review
Training transfer has been described as how behavior changes after a training program is
implemented (Kirkpatrick, 1979). In the context of business training, behavior change has
generally referred to how employees apply what they learn in training, and research on training
transfer has shown a wide variety of individual, environmental, and training characteristics
connected to how employees apply what they learn into their daily work (Tonhäuser & Büker,
2016). However, in the context of business training programs for entrepreneurs in developing
economies, there has been comparatively much less understanding of how training transfer
works for entrepreneurs attending business training programs.
Training Program Characteristics Connected to Training Transfer
Certain training program characteristics besides content could be important for
facilitating the adoption of business practices. Adding individualized follow up visits may impact
business practices (e.g., Drexler et al., 2014; Giné & Mansuri, 2014; McKenzie & Puerto, 2017;
Valdivia, 2015) and transfer of certain business practices might differ according to the industry
of the business (Glaub et al., 2015; Mano et al., 2012). Individual characteristics of learners can
play a role in facilitating or hindering training transfer such as gender (Berge et al., 2015; Cho &
Honorati, 2014; McKenzie & Woodruff, 2014), age (e.g., Bulte et al., 2017) and self-efficacy
(Blume et al., 2010; Gielnik et al., 2015; Glaub et al., 2015; Mensmann & Frese, 2019).
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Multiple Case Study to Understand Complex, Contextual Issues Connected to Training
Transfer
Facilitating training transfer can be a complex challenge involving a variety of individual,
business, environmental, and training program issues to consider. A qualitative research
approach can help to examine and come to a nuanced understanding of how training transfer is
facilitated. For example, Nieminen and Hytti (2016) ran a multiple case comparison study on
entrepreneurs enrolled in an entrepreneurship training program and uncovered social connections
that strengthened or weakened commitment, and how different intentions of the entrepreneurs
made commitment more or less desirable. In-field, qualitative studies like this can bring insights
that complement and add to the growing literature on entrepreneurship training programs in
developing countries.
Despite numerous training programs and a growing research literature, most training
programs have shown low impact when it comes to training transfer of business practices
(McKenzie & Woodruff, 2014). We believe that the failure of existing training programs comes
in part from a lack of understanding of the nuanced, complex, and contextual circumstances and
experiences needed to facilitate training transfer. Most research and evaluations of these training
programs have focused on the impact of a training program as a whole, but little has been done
to understand what specific characteristics of a training program and its implementation really
make the difference. The purpose of this study is to contribute to filling this critical gap in our
current understanding of how training transfer works for entrepreneurs in business training
programs in developing economies.
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Focusing on the Role of Trainers and Coaches in Facilitating Training Transfer
We focused on the role of trainers and coaches in facilitating training engagement and
application (transfer) for several reasons. Previous research on coaching has shown that a
relationship of trust and coach-trainee compatibility are essential for positive coaching outcomes
(Bozer & Jones, 2018). Trainers and coaches can also provide workers with feedback to help
workers better understand their current abilities and set objectives that will contribute to training
and coaching success (Bozer & Jones, 2018). Mentoring has been shown to be more effective
than traditional business training when mentors have experience as entrepreneurs themselves in
the same industry and geographical area as the entrepreneurs they mentor (Brooks et al., 2016).
Trainers and coaches may not only deliver training content and experiences, but they can
also provide follow up, accountability, and extra support to entrepreneurs in training programs.
The impact of follow up and support from trainers was measured in a handful of studies of
business training for entrepreneurs in developing economies (Drexler et al., 2014; Giné &
Mansuri, 2014; McKenzie & Puerto, 2017; Valdivia, 2015). Two of these studies showed no
significant impact and even some negative impact from extra follow up and support (Drexler et
al., 2014; Giné & Mansuri, 2014) and the other two studies showed some positive impact from
extra follow up and support (McKenzie & Puerto, 2017; Valdivia, 2015). While many factors
could have affected the effectiveness of the follow up and extra support in those studies, one of
the most likely explanations is the difference between trainers and how they administered the
extra follow up and support. The relationship between trainers and entrepreneurs may have also
played a role in how open entrepreneurs were to making changes after receiving extra follow up
and support.
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Trainers and coaches have a role “where the rubber meets the road,” meaning that they
have direct contact with the entrepreneurs enrolled in training programs and much of the training
experience and content are delivered through trainers and coaches. The characteristics, practices,
and relationships of trainers and coaches can play a central role in training effectiveness.
Therefore, we believe that investigating what makes trainers and coaches effective in
entrepreneurship training programs will be a fruitful area for research that has yet to be explored
in depth.
Research Question
The initial guiding question of this study was “What experiences and contextual
circumstances have facilitated or obstructed training transfer for entrepreneurs enrolled in a
business training program in Peru?” As the study progressed, the research question focused on
the role trainers and coaches play in facilitating training transfer. In our study, the same
individuals filled the roles of trainer and coach, and we defined a “trainer” as someone who
administers training to a group of entrepreneurs, and “coach” as someone that works one-on-one
with individual entrepreneurs. To clarify our research question, we will discuss what is meant
here by “training transfer,” “learning experiences” and “contextual circumstance.”
Training Transfer
Following Kirkpatrick’s training program evaluation model (1979) we defined training
transfer as how entrepreneurs make changes in their behavior, specifically by putting into
practice what they learn in the training programs. This study focused on training transfer of
certain business practices taught in the training programs, including financial and accounting
practices, marketing, customer relations management, and inventory management.
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Learning Experiences and Contextual Circumstances
The terms “learning experiences” and “contextual circumstances” reflect our assumption
that training transfer occurs in a world with various complex personal, social, and environmental
characteristics. These characteristics can potentially support, block, or otherwise interact with
training transfer of business practices. In this study, we began by attempting to identify any and
all of these kinds of influences. As the study progressed, certain issues (such as the role of
trainers and coaches in facilitating training transfer) became more prominent as in-field data
collection and analysis led us to believe those issues to be most relevant to answer our research
question.
Methodology
Multiple Case Study
We used multiple case study analysis (MCA; Stake, 2006) as a guiding methodology for
this study. MCA is a useful approach to studying phenomena that have commonalities among
individuals as well as unique aspects to them depending on the situation, “especially complexity
and interaction with background conditions” (p. x). MCA can provide unique perspectives with
each case and also reveal commonalities across cases. MCA can be used to study a program or
entity, and it can also be used to study a phenomenon such as training transfer of entrepreneurs.
For this study, each case was defined as an individual trainer or coach. This was in
following the advice of Stake that “even when our main focus is on a phenomenon that is a
function [such as training transfer] we choose cases that are entities” (Stake, 2006, p. 2).
Defining each case as an individual trainer or coach set natural boundaries that focused each case
study. Centering the case studies around trainers and coaches allowed us to explore training
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events and experiences they had with hundreds of entrepreneurs in one-on-one coaching as well
as group training sessions.
MCA allowed several cases to be used to better understand a certain phenomenon. While
each case was defined as a particular trainer or coach, the overall phenomenon studied was
training transfer. Each individual case provided different observations and insights about training
transfer, how it was experienced, and personal and contextual circumstances related to it. In this
way, MCA offered a suitable approach to addressing our research question.
Context of the Multiple Case Study
Location: Lima, Peru
All cases for this study were located in Lima, Peru and some nearby towns. These
locations had a larger entrepreneurial presence and were locations where two business training
programs were being implemented. The Global Entrepreneurship Monitor (2018) reported
several factors related to entrepreneurship in countries around the world, showing that Peru had
relatively high levels of entrepreneurial intentions and activity.
Training Program A
Two business training organizations were included in this study. The first organization
was a for-profit training company that partnered with banks and other loan institutions to offer
business training to entrepreneurs that have received loans. The content of the business training
focused on business practices such as record keeping and simple business principles such as
keeping personal cash and business cash separate.
To recruit participants for the training program, banks provided administrators of
Training Program A with contact information of entrepreneurs to be enrolled. Administrators of
Training Program A then sent trainers to visit each entrepreneur and invite them to a monthly
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group training session usually carried out at the local Training Program A office. Training
Program A ran for six months and included six group training sessions as well as six follow-up
visits from a trainer to reinforce the training and answer any of the entrepreneur’s questions.
Training Program B
The second organization was a non-profit that provided micro-loans to entrepreneurs
along with mentoring and training. The content of the training program focused on financial and
accounting practices, as well as some other topics such as inventory management. Entrepreneurs
were also invited to monthly discussions with a mentor (usually the loan officer) that focused on
a wide variety of business and life skills. Entrepreneurs could also periodically participate in a
more intense, six week training that included weekly sessions administered by university
students visiting from a university in the western United States.
Entrepreneurs
Entrepreneurs that enrolled in the business training programs came from various
backgrounds and businesses. The programs included both male and female entrepreneurs of
various ages and levels of education. Some had employees and others ran the business on their
own. Some were family-run businesses. The businesses came from a wide variety of industries
and markets. They also varied according to business practices they implemented. The businesses
varied in terms of business measures such as sales, profits, costs, assets, and inventory, to name a
few. For Training Program A, the average age of the entrepreneurs was 45 years old with
entrepreneurs as young as 18 and as old as 79. Women made up 62% of the entrepreneurs. 33%
were married, 30% cohabitating with a significant other, 30% single, and the rest were either
divorced or widowed. In terms of education level, 29% did not complete high school, 30%
completed high school but did not go further in their education, and the rest completed at least
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some university or trade school. The businesses of entrepreneurs in Training Program A were in
business for an average of 12 years, with some businesses having been open up to 40 years and
others brand new. Some businesses reported having no sales and a few up to roughly US $50,000
per month (but most had less than US $5,000 in sales per month). The entrepreneurs in Training
Program B came from similar demographics but typically had smaller businesses (in terms of
sales) than those in Training Program A.
Trainers
Both training organizations used a combination of group training and a form of one-onone mentoring or coaching in their programs. For simplicity, we will refer to these trainers,
mentors, and coaches as “trainers.” The trainers from Training Program A were Peruvians
typically in their early 20’s to early 30’s. Some were locals of Lima, and others had grown up in
smaller cities or towns in other areas of Peru. Some had completed a post-secondary degree.
The trainers from Training Program B were undergraduate university students from the
western United States. Each spoke Spanish to at least a conversational level. They were
participating in an internship program run by their university and had taken a semester-long
course together to prepare to come to Peru as entrepreneurship trainers. Some of the trainers had
experience living in Latin America, but most of them had never been to Peru before.
The loan officers at Training Program B had a variety of responsibilities, including
administering the monthly group mentoring sessions for entrepreneurs. These group sessions
were ongoing for as long as an entrepreneur had a loan from the organization. The loan officers
would often give these group mentoring sessions after completing routine loan business with the
entrepreneurs.
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Selection of Cases
For this study, we defined an individual case as a single trainer, and the study includes
seven cases. These cases provided a variety of perspectives and experiences to answer the
research question while also fitting within the time and resource constraints of the research
study. Participants for this study were selected using criterion sampling using criteria such as
gender, age, education level, location, and nationality (indicated in Table 1). Each participant
agreed to give the researchers access for participant observation, interviews, and artifact analysis.
Table 1
Selection Criteria of Trainer of Cases
Mandatory criteria
Currently or previously employed as a trainer or coach in one
of the business training programs

Criteria for variety
Gender
Age

Agrees to give access to the researcher for participant
observation, interviews, and artifact analysis (consents to
these terms in an IRB form)

Education level
From the United States or Peru
Trainer-only or loan officer
Non-profit or for-profit training program
Geographical district of Lima where the
trainer’s entrepreneurs are located

Data Collection
Data were collected for each individual case through three methods: semi-structured
interviews, participant observation, and artifact analysis. Each trainer was interviewed at least
three times using a semi-structured interview protocol. Interviews lasted anywhere from 15
minutes to an hour depending on the availability of the trainer. Participant observation was
conducted in the field with each trainer. The researcher spent several days with each trainer,
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shadowing them throughout the course of their daily activities, including visiting and teaching
entrepreneurs, administering group training sessions, following up with entrepreneurs, and other
responsibilities. Occasionally the researcher would become more of a participant than an
observer, teaching the entrepreneurs and helping with other tasks. Artifact collection focused on
documents and training materials that could reveal insights about training transfer for the
entrepreneur (such as workbooks the trainers used during teaching visits). Having a researcher
“on the ground” in Peru allowed us to acquire a rich contextual understanding of the training
program and the lived experiences of the trainers day to day.
Data Recording
Data for this study were recorded in a journal of field notes (for in-field observation
data), digital photos, videos, and files (for in-field observations and artifact analysis), and audio
recordings (for interviews). Once data were collected, they were saved as soon as possible
(ideally the same day) on a cloud-based storage system. Handwritten field notes were transcribed
and photographed to store digital copies of the data.
Data Analysis
To produce case reports, we analyzed interview and observation data collected for each
individual case and then performed a cross-case analysis to produce the multiple case findings.
These analysis methods came primarily from the case study analysis and MCA recommendations
of Stake (1995, 2006). To guide the analysis of each individual interview and observation, we
used Interpretive Phenomenological Analysis (IPA; Smith & Osborn, 2003). IPA gave direction
and structure to the process of analyzing the data while also fitting well with Stake’s (1995,
2006) case study analysis approach. Following IPA procedures, we began by reviewing all data
collected for an individual case, then marking and describing claims, hypotheses, and questions
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related to the overall research question. We then gathered supporting and otherwise related
evidence for each issue, focusing on those that appeared most relevant. We made efforts to
collect evidence from a variety of sources to allow for triangulation to better confirm or expand
each emerging theme. As evidence accumulated for each issue, we adjusted, refined, and
sometimes split or combined issues until we had a collection of evidence-supported, detailed
themes. Most of this analysis focused on interview and observational data, while artifact analysis
took a secondary role to check or supplement tentative findings based on the analysis of
interviews and observations. Artifacts were collected and examined mostly to check any claims
or hypotheses made in interviews and observations.
We used cross-case analysis to produce multiple case findings, as outlined by Stake
(2006). This analysis process included several activities: reviewing the case study reports,
organizing and ranking the cases according to relevance and uniqueness, developing assertions
and claims, developing cross-case assertions and claims, and triangulation of data. The outcome
of the analysis process was a coherent report that offered evidence-based assertions and claims in
response to our research question.
Throughout our data collection and analysis activities, we followed standards of
trustworthiness and validity regarding qualitative inquiry proposed by Lincoln and Guba (1985).
These standards included triangulation, including emic/folk perspectives, keeping an audit trail
and field journal, negative case analysis, and striving for transferability (we included a more
detailed description of how we applied these standards of trustworthiness and validity in
Appendix A).
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Findings
Our interviews, observations, and artifact analysis uncovered some key patterns and
techniques used by trainers to facilitate training engagement and ultimately training transfer. We
found that the varying circumstances of the entrepreneurs naturally created disconnects where
the standard delivery of the training program did not lead to improvements in the entrepreneurs’
businesses. Trainers often recognized this disconnect and then used various strategies and actions
to help entrepreneur re-engage with the training. We also found some indications of which
strategies and approaches may be more effective and why. Table 2 shows the overall structure of
our findings, showing what trainers did to recognize disconnects between entrepreneurs and the
training programs, what trainers did to diagnose what was causing the disconnects, and how the
trainers determined what corrective action to take.
Table 2
Thematic Structure of How Trainers Facilitated Training Transfer for Entrepreneurs Enrolled in
the Training Programs
Metatheme 1: Recognize signs of entrepreneur/program disconnect
Theme 1.1: Low attendance
Theme 1.2: Low engagement during training
Theme 1.3: Low application of business tools and principles
Metatheme 2: Diagnose the cause of the disconnect
Theme 2.1: Diagnostic process
Theme 2.2: Identify source of disconnect
Theme 2.3: Identify the nature of the disconnect
Metatheme 3: Take corrective action
Theme 3.1: Select strategies for corrective action
Theme 3.2: Identify resources and constraints of corrective strategies
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Disconnect Between the Training Programs and the Entrepreneurs
There were some entrepreneurs that found success with the standard content and delivery
of the training programs. They made time for the visits from the trainers, understood the
principles and tools taught in each lesson, and would almost always put the principles and tools
into practice before the next visit from the trainers. For example, one trainer said he didn’t have
to do much more than build a friendship with two veterinarians for them to apply what was
taught:
[The veterinarians] did the homework so they acted upon what we taught. We got to
know them really well. We went out to dinner with them various times, got to know them
and what they like, their family. [One of the veterinarians] went to Cuzco with us after,
so that was pretty cool. I feel like because we were their friends, they also really paid
attention to us and listened to us and cared about what we had to say.
This kind of situation proved to be the exception, rather than the rule for trainers and
entrepreneurs in the training programs. The training rarely aligned perfectly with the
circumstances and characteristics of each entrepreneur and the unique situations and challenges
faced by each business. When there was a disconnect between the training and the entrepreneurs,
the entrepreneurs would rarely, if ever, apply the principles and practices of the training program
into their businesses. For example, consider what one trainer said about how some entrepreneurs’
work environments could affect how well the financial tools and principles were put to use:
Sometimes [it has to do with] where [the entrepreneurs] are located, and they don’t apply
[the financial tools] because of that. For example, a mechanic shop is a really messy
place, easy to get dirty from the grease and everything. And sometimes it gets tricky to
grab a notebook or a cellphone because everything gets dirty.
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Table 3 shows several common disconnects we found, describing the characteristic of
the training program design and the situation or characteristics of entrepreneurs that could lead to
a disconnect.
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Table 3
Common Disconnects Between the Training Program and the Entrepreneurs
Training Program Design

Entrepreneur Situation

Disconnect

Assignments and lessons require
basic reading and arithmetic

Low reading and arithmetic ability

Entrepreneurs believe they can’t
use the tools and get discouraged

Financial tools designed for daily
record-keeping of each sale and
expense

Businesses that have hundreds of small
sales each day, and require high
attention to customers

Entrepreneurs prioritize
customers during busy times and
do not record their sales

Financial tools require recordkeeping at the time of each sale or
expense

Work environments not conducive to
writing or computers (such as a
mechanic shop)

Entrepreneurs do not keep
records as they work

Trainers have no prior relationship
Negative experiences in the past with
with the entrepreneurs before training scams and robberies
begins
Requires time commitment for
individual coaching and group
training

Entrepreneurs are hesitant to
share information with trainers
or commit to the training
program

Entrepreneurs want to focus on things
Entrepreneurs see little value in
they see give them an immediate profit, the training and do not invest
such as sales
time into it

Standard training content is delivered Entrepreneurs have different needs,
to each entrepreneur
goals, and interests for their businesses

Entrepreneurs do not see value in
each lesson and can become
bored and disengage

Set schedule for which lessons are
included and when they will be
taught

Some entrepreneurs learn and apply the Some entrepreneurs quickly fall
financial tools faster than others
behind as new principles and
tools are introduced

Designed so that some lessons build
off of others

Some entrepreneurs do not adopt new
record-keeping practices immediately
after learning them

New lessons cannot be taught or
applied properly until the
entrepreneur completes earlier
tasks

Designed with the goal to teach
business principles and tools

Some entrepreneurs already know the
business principles and tools and may
or may not be practicing them

Entrepreneurs do not get the
motivation they need

Expectation that the entrepreneurs
Some entrepreneurs believe the training Entrepreneurs do not commit to
will apply what they learn right away is optional or something they may
the training and may drop out
apply in the future if the like
when pushed to start making
changes
Designed with the assumption that
entrepreneurs want to grow their
businesses

Some entrepreneurs do not want to
grow their businesses, but have other
goals such as selling the business or
retiring

Entrepreneurs do not see value in
the training and do not make
changes
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Strategies Trainers Used to Connect Training Content With Entrepreneurs
The trainers saw that many entrepreneurs were not participating or having success in the
training program, and the trainers often took it upon themselves to find out what the problem was
and what they could do to find a solution. In a sense, the trainers were trying to act as a “missing
piece,” seeking to bridge the gap between the standard training content and the entrepreneurs.
The trainers used a variety of strategies and approaches in their attempts to get the
entrepreneurs more engaged in the training program and to apply what the trainers taught. These
strategies and approaches are listed in Table 4. Some strategies focused on changing something
about the entrepreneur’s behavior or attitude, while other strategies focused on adjusting the
training content and delivery itself to better fit the situation and needs of the entrepreneur. Some
of the trainers also tried to work with the entrepreneur’s environment and key social relationships
to make it easier for the entrepreneur to participate in the training and make changes in their
business. Some trainers focused on building a relationship of trust and friendship with the
entrepreneur, believing this to be a crucial first step for helping entrepreneurs learn and make
changes in their businesses and lives.
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Table 4

Cross-Case Strategy

Change the
training
program

#

Change the
entrepreneur

Strategies Used by Trainers to Support Engagement and Training Transfer

1 Follow up, accountability, and reminders
2 Adjust the training/content to the entrepreneurs
3 Give rewards to the entrepreneurs (for participating or applying the tools/principles)
4 Build the relationship and trust with the entrepreneur
5 Focus and give more time and effort for certain entrepreneurs than others
6 The trainer does not try to influence the entrepreneur
7 Give encouragement or motivation to the entrepreneur
8

Include other people, groups, relationships, etc.

9 Teach and ensure entrepreneurs understand the material
10 Provide or help identify resources for the entrepreneur
11 Consistently put in effort as the trainer (even when the entrepreneur does not)
12 Diagnose why the entrepreneur is not applying the tools/principles
13 Warn the entrepreneur to prepare for common obstacles of applying the tools/principles
14 Give customized counsel and advice
15 Frequent and consistent contact with the entrepreneur
16 Find out the goals, priorities, and dreams of the entrepreneur
17 Deliver value and catch the interest of the entrepreneur
18 Set expectations and make the training mandatory
19 Build self-efficacy, convince the entrepreneur they can do it

Changing the Entrepreneur to Fit the Training Program
The most common strategies the trainers used focused on changing something about the
entrepreneur. The trainers that used these strategies believed that certain habits, attitudes,
missing skills or knowledge, or other characteristics of the entrepreneur were preventing the
training from having an impact on the entrepreneur. For example, when entrepreneurs told
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trainers that they did not see value in the training, trainers might use strategies like explaining the
benefits of the training, reminding the entrepreneurs of the commitment they made to the
program, or offering rewards for completing tasks. A “change the entrepreneur” strategy could
be something as simple as reminding an entrepreneur that frequently forgot to use the tools, as
one trainer described:
I am a little more watchful of [the entrepreneur], more than anything so that he can do
[the financial tools]. I call him or write him a text message to make sure that he doesn’t
forget to do it, to use the tools.
The trainer then described other strategies he used with the same goal to make sure the
entrepreneur did not forget to use the tools and principles of the training, this time enlisting the
help of the entrepreneur’s wife:
[The entrepreneur’s] wife nagged him because she herself said that [the entrepreneur]
was lazy. So I used his wife to remind him about what he had to do with what we were
learning. I asked him what times he was with his wife … and I looked to have a meeting
to be with them both to talk about the importance of [the training and the financial tools].
Table 5 displays some of the most common challenges that kept entrepreneurs from
connecting with the training program, and which strategies the trainers used to try to resolve the
disconnect.
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Table 5
“Change the Entrepreneur” Strategies Used for Entrepreneur-Based Challenges
Entrepreneur-based challenges
Forgets
to apply
the
Strategies used by tools
trainers
1. Follow up,
accountability, and
reminders
2. Adjust the
training/content to
the entrepreneurs
3. Give rewards to
the entrepreneurs
(for participating or
applying the
tools/principles)
4. Build the
relationship and
trust with the
entrepreneur
5. Focus and give
more time and
effort for certain
entrepreneurs than
others
6. The trainer does
not try to influence
the entrepreneur
7. Give
encouragement or
motivation to the
entrepreneur
8. Include other
people, groups,
relationships, etc.
9. Teach and
ensure
entrepreneurs
understand the
material
10. Provide or help
identify resources
for the entrepreneur

Limited
reading,
writing, or
technology
skills

Has the
knowledge
but lacks
motivation

Lacks
confidence
in their
abilities

Does not
see
value in
the
training

Does not
have
time for
the
training

Does not
trust the
trainer or
the
training

Lacks
knowledge
to use the
principles
and tools
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Table 5 (continued).
Entrepreneur-based challenges

Strategies used by
trainers

Forgets
Limited
to apply reading,
the
writing, or
tools
technology
skills

Has the
knowledge
but lacks
motivation

Lacks
Does not Does not
confidence
see
have
in their
value in time for
abilities
the
the
training training

Does not
Lacks
trust the knowledge
trainer or to use the
the
principles
training
and tools

11. Consistently
put in effort as the
trainer (even when
the entrepreneur
does not)
12. Diagnose why
the entrepreneur is
not applying the
tools/principles
13. Warn the
entrepreneur to
prepare for
common obstacles
of applying the
tools/principles
14. Give
customized
counsel and advice
15. Frequent and
consistent contact
with the
entrepreneur
16. Find out the
goals, priorities,
and dreams of the
entrepreneur
17. Deliver value
and catch the
interest of the
entrepreneur
18. Set
expectations and
make the training
mandatory
19. Build selfefficacy, convince
the entrepreneur
they can do it

The trainers often faced situations where the “change the entrepreneur” strategies did not
seem to make a difference. The trainers made efforts to visit, teach, follow up, encourage, and
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give support, but some entrepreneurs did little in response. This type of situation was the most
frustrating for the trainers. One trainer, with a tone of exasperation, said:
What more could I do? The truth is I have been thinking, ‘What more could I do so that
they can for sure commit themselves, be disciplined, and that they record everything or
apply the tools that we are offering?’
Sometimes when “change the entrepreneur” strategies failed, the trainers would hesitate
to push the entrepreneurs, fearing that the entrepreneur would decide to drop out of the training.
One trainer shared his experience:
What I told [the entrepreneur] ‘You have to do your General Ledger because if you don’t,
you aren’t going to know the reality of what is happening in the business.’ …And he told
me, ‘I’m not going to continue [with the training] because I’m not going to be able to do
[the General Ledger].’ So I had to start a negotiation… it’s a conversation like ‘What are
you saying? You don’t want to do it?’ And then he cut me off and said, ‘Don’t come
anymore.’ Well, now at least in theory we are going to continue [with the training] so he
will listen to me and learn the theory [without application].
When the training program did not lead to changes in certain entrepreneurs, most
trainers’ first instinct was to look at something deficient in the entrepreneur that was preventing
their success, and then to come up with a plan to compensate for the entrepreneur’s supposed
deficiency. “Change the entrepreneur” strategies help up to a certain point but could sometimes
fall short of fixing the disconnect between the training program and the entrepreneur.
Getting the Training to Fit the Entrepreneur
Some trainers found ways to adjust the content and delivery of the training in ways to
better fit the entrepreneur. These “change the training” strategies were built on the assumption
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that while the entrepreneur should make changes in their business as a result of the training
program, the training could be given in a customized way for each entrepreneur that aligns with
their unique circumstances and would make change easier and more manageable. Instead of
delivering the training in a “one size fits all” style, trainers who used these strategies looked to fit
the training to each entrepreneur. Table 6 shows several ways the training program design did
not connect with certain entrepreneurs, and which “change the training” strategies were used in
each situation.
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Table 6
“Change the Training” Strategies Used for Training-Based Challenges
Training-based challenges

Strategies used
by trainers
1. Follow up,
accountability,
and reminders
2. Adjust the
training/content
to the
entrepreneurs
3. Give rewards
to the
entrepreneurs
(for participating
or applying the
tools/principles)
4. Build the
relationship and
trust with the
entrepreneur
5. Focus and give
more time and
effort for certain
entrepreneurs
than others
6. The trainer
does not try to
influence the
entrepreneur
7. Give
encouragement
or motivation to
the entrepreneur
8. Include other
people, groups,
relationships, etc.
9. Teach and
ensure
entrepreneurs
understand the
material
10. Provide or
help identify
resources for the
entrepreneur

Lessons: Lessons:
Application: Application:
Content Complexity Time and
Difficulty and
place to use effort to use
the tools
the tools

Application:
Technology
used with the
tools

Delivery:
Time
commitment
for visits

Delivery:
Location of
visits
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Table 6 (continued).
Training-based challenges

Strategies used
by trainers
11. Consistently
put in effort as
the trainer (even
when the
entrepreneur
does not)
12. Diagnose
why the
entrepreneur is
not applying the
tools/principles
13. Warn the
entrepreneur to
prepare for
common
obstacles of
applying the
tools/principles
14. Give
customized
counsel and
advice
15. Frequent and
consistent
contact with the
entrepreneur
16. Find out the
goals, priorities,
and dreams of
the entrepreneur
17. Deliver value
and catch the
interest of the
entrepreneur
18. Set
expectations and
make the training
mandatory
19. Build selfefficacy,
convince the
entrepreneur they
can do it

Lessons: Lessons: Application: Application: Application:
Delivery:
Delivery:
Content Complexity Time and Difficulty and Technology
Time
Location of
place to use effort to use
used with
commitment
visits
the tools
the tools
the tools
for visits
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The training program’s lessons, tools for application, and delivery methods created
challenges for certain entrepreneurs to engage in the training and make changes in their
businesses. The lessons sometimes had content that was irrelevant or less useful to certain types
of businesses and certain entrepreneurs. Some lessons were overly complicated or presented too
much information too quickly for certain entrepreneurs. This problem was compounded when
lessons built off of one another, discouraging entrepreneurs that had not understood or applied
the principles and tools of the previous lesson, as one trainer described:
It was all based on those first two [lessons]. So the [entrepreneur] that never did the first
two, it was almost like nothing is going to happen. You could show up and nothing is
going to happen if you can’t do that. At least they received the material, they have the
stuff, but it’s too bad that they never finished.
On the other hand, some entrepreneurs were already familiar with the business principles
and practices prior to enrolling in the training program. These entrepreneurs struggled more with
finding the motivation and time to start using the principles and practices in their businesses.
Unfortunately for these entrepreneurs, the official training content focused mostly on building
knowledge and understanding of business principles and little on growing the entrepreneurs’
motivation to use them.
Application of the tools taught in the training presented its own challenges for
entrepreneurs. The central tool was the General Ledger, which required detailed records of each
transaction the business made at the time each transaction was made. A very common challenge
for many entrepreneurs was making changes to their habits and routines for the time needed to
apply the tools. Even more time was needed for certain businesses that had hundreds of daily
sales and expenses, having to record each of them, as compared to a business that makes only a
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few transactions each day or week. Keeping records of sales at the time of the sale was very
difficult for entrepreneurs that worked alone and had rushes of customers at certain times, which
was evident in the following extract from an in-field researcher observation:
When [the trainer] and I were visiting the salsa-sales entrepreneur, she had about 15-20
customers come and buy something from her during the visit … Each customer says what
they would like and the entrepreneur prepares it for them (in this case, usually spooning
different sauces into small plastic bags, tying those bags shut, and then handing those
bags to the customer). The customer pays the entrepreneur, usually in coins or small bills.
Sometimes the nature of the work made it difficult to keep records during the workday,
such as a mechanic whose hands were constantly covered in grease during the workday. The
tools also required basic reading, writing, and math skills, which made application much more
difficult for certain entrepreneurs.
The standard methods of delivery of the training presented challenges as well. The
training required that entrepreneurs devote time for regular one-on-one visits from trainers as
well as time for group training sessions. The location of the training could present issues, as
some entrepreneurs’ businesses were more conducive to a learning environment than others, as
shown in this in-field researcher observation:
As [the trainer] and I are walking towards the [entrepreneur’s] shop, [the trainer] sees the
entrepreneur outside. She greets [the trainer] with a smile. She shakes our hands and all
three of us go into her moto-taxi repair shop. It is difficult to hear what she is saying
because of the running moto-taxi engine noise. She goes back into her office area, and
[the trainer] and I remain standing on the other side of the metal caging of the office. We
talk to her through the metal caging. There is a lot of noise.
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Another challenge with the delivery of the training was that group training sessions held
in a central location required longer distances to travel for some entrepreneurs and could not be
adjusted to accommodate each entrepreneur’s schedule. Also, the standard training and tools
were delivered with paper copies of the information and tool sheets, but some entrepreneurs were
more accustomed to working with other technologies (such as Excel spreadsheets). To
compensate for the technology customs and preferences of entrepreneurs, one of the training
programs offered Excel versions of the tools taught as well as a custom smartphone app with the
training content and tools included.
Effectiveness of the Strategies
This study was designed to identify and describe what trainers did in their efforts to
facilitate training transfer for entrepreneurs, rather than measuring the impact of each strategy the
trainers used. Nevertheless, this study provided insights on what were the more effective
approaches and why. We share several different findings that indicate not only which kinds of
strategies were more effective, but also when and in what circumstances certain strategies
appeared to be most effective.
It is worth noting that we conducted an analysis of the impact of Training Program A on
knowledge and application of several business practices which shows that the efforts of trainers
and coaches positively impacted almost all of the measured business practices compared to
entrepreneurs with businesses located in the same markets but were not enrolled in the training
program. The administrators of Training Program B did not keep detailed measures of business
practices, but the trainers reported that at least 30-40% of their entrepreneurs were able to
“graduate” from the training program, indicating that those entrepreneurs had adopted (at least
during the training program) most of the business practices they were taught.
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Different Strategies for Different Entrepreneurs
Trainers discovered a variety of challenges and difficulties that kept entrepreneurs from
engaging in the training program and improving their business practices. Our analysis showed
that the strategies could be grouped into at least five different types of challenges (described in
Table 7). For instance, “motivation” strategies were most effective when the challenge related to
the entrepreneur’s personal motivation or self-efficacy. On the other hand, if the issue really was
that the entrepreneur did not understand the material, a motivational strategy may not have been
as effective.
Table 7
Shared Goals of Trainer Strategies
Goal: Foundational
Relationships
Building
relationships and
trust
Drive and
consistency of the
trainer
Set expectations

Goal: Consistent,
Long-Term Support
Frequent and
consistent contact
Following up and
accountability

Goal: Motivation
Give rewards for
participation and
application

Goal: Knowledge
Teach and ensure
entrepreneurs
understand the
material

Give encouragement
or motivation to the Warn the
entrepreneur to
Include other people, entrepreneur
prepare for common
groups,
obstacles of applying
relationships, etc.
Deliver value and
the tools/principles
catch the interest of
Provide or help
the entrepreneur
identify resources
for the entrepreneur
Build self-efficacy,
convince the
entrepreneur they
can do it

Goal: Customize to
Needs and Interests
Diagnosing the issue
Adjust the
training/content to
the entrepreneurs
Focus and give more
time and effort for
certain entrepreneurs
than others
Give customized
counsel and advice
Find out the goals,
priorities, and
dreams of the
entrepreneur

Some strategies were very effective but only in certain situations. For example, some
entrepreneurs with little to no education and without reading or writing abilities benefited

THE ROLE OF TRAINERS IN ENTREPRENEURSHIP TRAINING

103

significantly from extra teaching visits and more time with trainers to be able to learn financial
record-keeping skills. Entrepreneurs with more education were generally able to learn the
content quicker and did not need as much time reviewing basic accounting principles. Providing
a set of pre-made Excel files for keeping accounting records helped entrepreneurs that were
already accustomed to using spreadsheet software but served no use to entrepreneurs who
preferred to keep hand-written records and may not have had a personal computer.
Strategies Build on One Another, and Relationships of Trust are Foundational
Strategies became more effective when they built off of one another. Consider, for
example, the strategy of building a relationship of trust with the entrepreneurs. Without trust,
few, if any, other strategies were effective. Trainers could try to give more time and support to an
entrepreneur that does not understand a particular concept, but without trust the entrepreneurs
would rarely make enough time for the visits from the trainers. One trainer stated simply, “The
first thing I have to do is earn their trust” and then added “The change [in the entrepreneur’s
business] will be made in a relationship of trust.”
When trainers tried employing other strategies (such as increased follow up or reminding
the entrepreneurs of their written commitment to the training) without having an established
relationship, those strategies would often backfire, leading to less commitment or sometimes
resentment toward the trainer and the training program. In one case, a trainer attempted to use a
strategy of emphasizing the commitment the entrepreneur made when she signed up for the
program, but the trainer-entrepreneur relationship had not yet been developed. Reluctantly and
while voicing her complaints, the entrepreneur began to attend the training but with little to no
engagement or application of the business principles or practices. Building relationships and trust
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did not guarantee success in the program but failing to build trust almost always meant that the
training made little to no impact on an entrepreneur.
Effectiveness of Frequent and Consistent Contact
One of the most effective strategies trainers used was frequent and consistent contact
with the entrepreneurs through in-person training visits, quick stop-by visits, phone calls, and
texts. When the trainers frequently and consistently kept in contact with entrepreneurs in a way
that fit well with the entrepreneurs’ schedules and situations, a relationship of trust was
strengthened, and the entrepreneurs came to expect and often look forward to the visits from the
trainers. Entrepreneurs were then less likely to forget about the training in between visits and
more likely to put in some kind of effort to apply the principles and tools to their business,
knowing that the trainer would be following up. If a trainer let too much time go by without
some kind of contact with an entrepreneur, that entrepreneur might have felt as though the trainer
was not committed to the entrepreneur. Some entrepreneurs then would lose their own
motivation and commitment, as was the case in one experience shared by a trainer:
I sometimes missed a few appointments with [the entrepreneur]. It started really well and
sometimes, since I was a little bit far away and sometimes I had other things to do.
Sometimes I wasn't on time, sometimes it took me a while to get to the appointment. [The
entrepreneur] was very punctual with everything and if he said he was there, he was there
at that time. And then as … I wasn’t completing [visits], he was not completing [his
responsibilities and commitment] with me. And sometimes he didn’t receive me, and so it
was like that, a struggle for several months. And I realized that I had much to blame for
that because I didn't show much commitment with [this entrepreneur].
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Involving the Entrepreneur’s Family and Social Connections
A strategy that appeared to be consistently effective was to include the family members,
employees, and others with strong relationships with the entrepreneur. Some trainers made a
point to build a relationship not only with the entrepreneur but with the spouse or other family
members of the entrepreneur as well. At the very least, this helped when family members
opposed the entrepreneur’s participation in the training, as one trainer explained:
But the one that didn’t support [the entrepreneur in the training] was her son … The son
started to say ‘No, no, no. We’re not signing anything here’ … I had to convince the son
so that the mom would sign [the training invitation form]. So at first the son was an
obstacle. I started to see … that if the son also liked the principles [of the training] …
then he will feel more trust and there won’t be any problem. At the next visit, I talked
about [the principles of the training] and her son started to like the ideas that I was
sharing with his mom, and well, his mom gained trust [in the training].
The trainers would sometimes include the spouse in the training and ask the spouse to
support the entrepreneur to apply the principles and tools taught in the training. The spouse
might agree to remind the entrepreneur to use the tools, or some tools would be delegated
entirely to the spouse of the entrepreneur. Leveraging key social relationships in the training
added extra support to some entrepreneurs who were often working alone and had several other
demanding responsibilities in the business.
Strategies That Impacted Engagement but not Application
Several strategies appeared to be important to keep the entrepreneurs engaged in the
training, but were not necessarily the key to the entrepreneur making changes in their business.
One trainer expressed frustration with this kind of situation:
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[The entrepreneurs] were willing to talk to us. It wasn’t like we were ever really received
rudely. Everybody was super nice, but it was just the fact like ‘Is our training going
through or we are just going to show up and shoot the breeze with them?’ which was cool
too, but that’s not what we were there for.
Strategies that were more effective for training engagement included building
relationships of trust, frequent contact, sending reminders, giving positive “pep talks” to the
entrepreneurs, and even teaching itself. Simply learning the material was not enough for most
entrepreneurs to start putting it into practice, but few if any entrepreneurs were able to apply the
principles and tools of the training without the trainers first teaching them (the exception being
the entrepreneurs that already had an education in business or finance). These strategies may not
have been the key to impactful training, but neglecting them put the entrepreneurs at risk of
losing their commitment and motivation to complete the training.
Less Effective Strategies
It should be noted that there were several strategies that did not appear to make much of a
difference in training engagement or application. For example, one trainer would commonly
warn the entrepreneurs about challenges they might face while trying to use the tools in their
business (distractions, boredom, etc.) but it was given more as a passing comment, and little
discussion happened about how the entrepreneurs might avoid or overcome those challenges.
One of the tool sheets had a space reserved for planning the actions the entrepreneur would take
as a result of the lesson, but it was rarely used. These kinds of strategies, if administered in a
more focused and systematic way, may have had the potential to make a difference in how the
entrepreneurs make changes in their businesses during and after the training program.
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Effective Use of Resources for Implementing Strategies
The most common reasons that a trainer or coach would not use a particular strategy were
that they were unaware of the strategy, or they believed they did not have the time, energy, or
other resources required to use the strategy. Experienced trainers not only tended to use a wider
variety of strategies, but they also made better use of their time and resources to implement those
strategies. For example, trainers with more experience used more strategies that involved the
family members or employees of entrepreneurs. Less experienced trainers typically chose
strategies that required more of their own time and energy, which could easily become overly
taxing and discouraging for the trainer.
Trainer Characteristics and Effectiveness
Our study focused more on what the trainers did, rather than who the trainers were, but
some trainer characteristics appeared to be related to their effectiveness in working with the
entrepreneurs.
Experience and Relationships
By far, the most effective trainer for entrepreneur engagement was the trainer that was
most experienced, older, and also was the entrepreneurs’ loan officer. While the other trainers
would meet the entrepreneurs for the first time at the beginning of the training program, this
more experienced trainer had already been cultivating relationships with the entrepreneurs, their
families, and their communities for months and years, in some cases. The other trainers often
struggled to get in contact and gain the trust of their assigned entrepreneurs, while this more
experienced trainer had fewer challenges with entrepreneur attendance and engagement.
However, some trainers observed that certain entrepreneurs likely enrolled in the training
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program simply to please their loan officers, and these entrepreneurs tended to quickly lose
interest, especially when their assigned trainer was not a loan officer.
Trainers From Peru or the United States
Our study included trainers from Peru and trainers from the United States. The Peruvian
trainers had the advantage of knowing the local culture and customs and being able to connect
with and understand the unique challenges entrepreneurs faced. The trainers from the United
States had the advantage that some entrepreneurs were curious to meet and get to know them,
which probably had a positive effect on attendance and engagement. Trainers from Peru and
trainers from the United States faced many of the same challenges working with the
entrepreneurs, and the less experienced trainers often used the same kinds of strategies to
overcome those challenges regardless of where they were from. The Peruvian trainers had the
advantage that they were typically employed as trainers for at least one to two years, giving them
more time to build their experience and improve, while the trainers from the United States spent
less than three months in the country before returning home. However, the trainers from the
United States tended to reach out more often for help, support, or information from more
experienced trainers, while some of the less experienced Peruvian trainers complained that they
did not have enough support or connections that they would have liked from more experienced
trainers.
Motivated and Persistent Trainers
One key difference between effective and less effective trainers was their own inner
motivation and enthusiasm for the work, especially when the entrepreneurs did not seem
responsive or interested in the training program. One trainer described how difficult it was to
continue to visit and teach entrepreneurs that did not seem to respond well. He noted that another
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trainer consistently gave a full effort for every entrepreneur even if the entrepreneur did not seem
interested at first:
The first couple of weeks. If you can’t establish that relationship then, at least for my
personality type, I felt like it was [the entrepreneurs’] to be salvaged. Like ‘I already tried
to put my side, my effort out there, so now you got to try to help.’ At the beginning, if
that first impression didn’t really make it, then it was an uphill battle. Whereas [another
trainer], I felt like he didn’t really have a first impression. He was like “These are my
clients and I’m going to do everything for them” and that was the drive that he had, and it
worked out.
Discussion
The findings of this study connect and contribute in several ways to the existing research
literature of entrepreneurship training in developing countries as well as the literature on training
transfer and coaching in organizations. We will share some of the most significant contributions
this study makes to the greater literature, including the role of trust and relationships between
trainers and entrepreneurs, organizational and social support, motivation, and feedback and
accountability.
Perhaps the greatest insight this study produced is the importance and function of trust
and relationships between trainers and entrepreneurs. Brooks et al. (2016) found that
entrepreneurs, when matched with more experienced entrepreneurs in their same industry, were
more likely to change certain business practices than entrepreneurs that participated in a standard
business training program, perhaps suggesting that the mentoring relationship played a role in
those changes. However, little else has been done to understand the role and importance of trust
and trainer-entrepreneur relationships in entrepreneurship training in developing economies. In
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their review of research on workplace coaching effectiveness, Bozer and Jones (2018) identified
both trust and interpersonal attraction between coach and coachee to be key factors for effective
coaching in organizations. Our study suggests that this is likely the case for entrepreneurship
training, especially in regard to training engagement and possibly to training transfer as well. It
may be the case that trust and relationships are particularly valued within the culture of Lima, as
several trainers, entrepreneurs, and other residents of Lima often stressed the importance of trust
even before the researcher brought up the topic.
One important finding our study produced is the influence of the entrepreneur’s
environment and key social relationships (such as an entrepreneur’s family and peers) on training
engagement and application. Trainers involved family members, employees, and fellow
entrepreneurs in the training in various ways to help boost training effectiveness. Brooks et al.’s
(2016) study showed that mentoring from experienced entrepreneurs can be more effective than
standard business training. Bulte et al. (2017) compared the results of a training program for
female entrepreneurs with one group receiving the training with their spouses, but they found
that simply inviting the spouses to the training did affect how well the entrepreneurs adopted
new business practices. This suggests that it may not be enough to simply invite others to the
training, but they must play an active role. In the greater training and coaching effectiveness
literature, the role of social support has been shown to be pivotal, including support from
supervisors and colleagues (Bozer & Jones, 2018; Tonhäuser & Büker, 2016).
In our review of literature for this study, we found that most entrepreneurship training
programs in developing economies focused on building knowledge and comprehension, with far
fewer designed to build entrepreneur motivation. In the greater training and coaching literature,
motivation has consistently influenced effectiveness. For example, coaching motivation and goal
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orientation were both identified as key predictors of coaching effectiveness (Bozer & Jones,
2018). In entrepreneurship training in developing economies, personal initiative training studies
(such as Campos et al., 2017; Gielnik et al., 2015; Glaub et al., 2015; Mensmann & Frese, 2019)
have included motivational, action-based principles in the training along with standard business
principles. Our study contributes to these studies showing that trainers recognize that
entrepreneurs often need more than information or new knowledge in order to make changes in
their businesses, and that trainers can act as a motivational resource for entrepreneurs.
The most common trainer strategies identified in this study relate to feedback and
accountability. Feedback has been identified as a key part of effective coaching in organizations
(Bozer & Jones, 2018) and has been shown in several studies to be an effective organizationlevel mechanism for training program effectiveness (Tonhäuser & Büker, 2016). In the literature
of business training in developing economies, some studies show that adding extra support,
assistance, and follow up increase the impact of training (McKenzie & Puerto, 2017; Valdivia,
2015) while others show no difference (Drexler et al., 2014; Giné & Mansuri, 2014). Our study
showed that feedback and accountability were essential for the effectiveness of the trainers
included in the case studies.
We have covered the major connections and contributions the findings of this study have
with the research literature on entrepreneurship training and the greater organizational coaching
and training literature. To be sure, several other potential connections might be made based on
each case study, the types of barriers to training transfer that were uncovered, and the strategies
trainers used in their attempts to overcome those barriers. This discussion covered the topics that
emerged most frequently and appeared to be most significant from the perspectives of the
trainers included in the study.
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Recommendations and Opportunities for Further Research
It is clear that the success of the business training programs of this study (in terms of
engagement and resulting change in business practices) depends heavily on the quality,
motivation, abilities, and relationships of the trainers and coaches that administer the program.
While other aspects of the training organization, the loan institution, and the entrepreneurs
themselves can have a large influence on the success of the training program, the trainers and
coaches can have a substantial amount of time with and direct influence on the entrepreneurs.
That is to say the trainers and coaches are “where the rubber hits the road.” Therefore, the overall
recommendation of this study is that training program administrators, designers, and researchers
consider giving more focus on how to identify, recruit, train, and support trainers and coaches in
these programs to be most effective.
Designers and administrators of training programs should reflect on how they invest in
effective trainers, providing resources and training centered around building relationships and
coaching for change. Highly skilled trainers and coaches may be more effective when they are
not overly regulated by the training schedule and content, but instead are given more flexibility
to evaluate each entrepreneur and then fit the training to the needs of the entrepreneur.
Training programs may be more effective if they are designed with more than individual
entrepreneurs and individual trainers in mind. Trainers and coaches in this study were typically
more effective when they were able to include the family members, employees, and community
of the entrepreneurs in some way. These key social connections could be included in the design
and administration of training programs. Trainers and coaches could be supported to better
connect with the family and community of the entrepreneurs. Those who recruit trainers and
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coaches may also consider which trainers are already connected with entrepreneurs and their
communities.
It was surprising to learn how differently some trainers handled similar situations with
entrepreneurs even when the trainers were all working for the same training organization. Some
trainers, particularly those with less experience, used far fewer strategies and relied more on the
prescribed training program, sometimes to the detriment of the experience of the training for the
entrepreneur. The newer trainers were not aware of several of the more effective strategies that
some of the more experienced trainers used. To a degree, each trainer was seemingly working in
a silo, relying only on their own experience and intuition to resolve problems that the training
material did not address. Training program administrators should consider providing
opportunities for trainers to support one another and share different strategies they have found to
be effective in helping entrepreneurs engage in the training and apply the principles in their
businesses.
Much more research has been done on measuring the impact of training programs as a
whole than has been done to understand what characteristics of the training program are most
responsible for that impact. More research should be done on what kind of trainer strategies and
characteristics of the trainers are most effective for facilitating training program success.
Limitations of the Study
The focus of our study naturally limits how the findings of this study might apply in other
circumstances. For instance, our study only included training programs in or around Lima, Peru,
and both programs used similar content (primarily financial principles and tools) and delivery
(given in small groups and during one-on-one, on-site visits). The findings may have been
different if the study had been done in another geographical area, in larger groups, or delivered
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over a shorter (or longer) period of time. In addition to this, all but one of the trainers were in
their early to mid-20’s with little of their own personal entrepreneurship experience. The
entrepreneurs enrolled in the training program all had existing businesses and at least one
business loan, meaning that this study might be less applicable to programs to help aspiring
entrepreneurs create a new business.
Conclusion
Training programs for entrepreneurs are widespread in developing economies but the
state of research on the effectiveness of these programs leaves much unanswered as to what
makes a program impactful. This is especially the case for program outcomes beyond building
entrepreneurs’ knowledge, such as adoption of new business practices or changes in business
outcomes such as sales and expenses. This multiple case study sheds light on one important
aspect of training programs, the trainers and coaches that work closely with the entrepreneurs
through the duration of the training program. The role of trainers goes far beyond delivering
information. Trainers often identified disconnects between the training program and the
entrepreneurs, and then they used various strategies to help bridge that gap to increase
entrepreneur engagement in the program and the adoption of new business practices.
The findings of this study add to our knowledge of the role of trainers in effective
training programs, and these findings can be used by program designers and administrators to
identify how they might more effectively use the trainers or coaches in their own training
programs. While trainers are not the only factor that determines the success of entrepreneurs in a
training program, they play a crucial role that needs more research. We present several
potentially fruitful avenues of future research that could be explored to better understand how
trainers can contribute to effective entrepreneurship training programs.
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Appendix A
Validity and Trustworthiness
Standards of trustworthiness and validity for qualitative inquiry suggested by Lincoln and Guba,
(1985):
● Triangulation: This study included multiple participants from different personal and
business backgrounds as sources for collecting data. We also used multiple data
collection methods (interviews, observations, artifact analysis). Multiple perspectives and
data sources increased confidence in the findings of the study.
● Emic/folk perspectives: Interviews gave participants a chance to share their own
perspectives and view of the world. This allowed for the inclusion of emic perspectives.
● Audit trail and field journal: Throughout the study the head researcher kept an audit trail
and a field journal to document the research decisions and progress. These data
repositories were also used for storing all documents related to data collection, data
analysis, and findings in the study.
● Negative case analysis: Throughout the interviews, observations, and artifact analyses,
we actively looked for different perspectives or counterexamples to previous findings.
We did this as part of the effort to create a more complete description of experiences and
perspectives regarding how trainers try to facilitate training transfer for entrepreneurs.
● Transferability: We provided thick, detailed descriptions in the data collection, analysis,
and reporting to the extent possible within the constraints of the study. Thick description
provides more opportunities for transferability, meaning that a reader may be able to find
applications and connections of the findings to their own situation.
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Abstract
Entrepreneurship training programs in developing economies may help entrepreneurs learn new
principles, but most make little impact on business practices. This is concerning as business
practices are a likely predictor of business success. Our study included 132 entrepreneurs located
in Lima, Peru. We used a randomized control trial to measure the impact of learning contracts on
the business practices of the entrepreneurs enrolled in an entrepreneurship training program, and
we also measured the impact of the training program as a whole using a quasi-experimental
analysis (using pre-post data and a non-randomized comparison group). The training program
showed a positive impact on business knowledge and application of business practices, though it
was not clear if this led to higher sales or profits. We also found that consistent, individual
mentoring delivered over time was likely the main driver of the training’s effects. The learning
contracts impacted certain business practices, but the training setting and business environment
of some entrepreneurs created challenges that made the learning contracts less effective. This
study contributes to our understanding of effective entrepreneurship training programs and
specifically the impact of learning contracts and individual mentoring.
Keywords: training transfer, entrepreneurship, business training, training effectiveness,
learning contracts
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Do Learning Contracts Boost Training Transfer for Entrepreneurs Enrolled in Business
Training in Developing Countries?
Business practices have been shown to positively impact business performance in large
firms (Bloom & Van Reenen, 2007) and more recently, evidence has been presented that shows
this is likely the case for small businesses in developing countries around the world (McKenzie
& Woodruff, 2015). Thus, while many factors may contribute to business success (such as
market factors and access to capital), improving business practices is a worthwhile pursuit for
impacting business success outcomes.
In countries around the world, training programs have been implemented to impact
business practices of entrepreneurs (Cho & Honorati, 2014; McKenzie & Woodruff, 2014). Most
of these programs make little to no impact on business practices, which is likely why most of
these programs also make little to no impact on business performance measures such as profits or
sales (McKenzie & Woodruff, 2014, 2015).
With such low overall impact on business practices, more needs to be done to understand
how business training programs for entrepreneurs in developing countries can make a larger
impact on the behavior of entrepreneurs. While there is a growing collection of evaluations that
measure the impact of entrepreneurship training programs on business practices as a whole, there
have been few investigations into what specific program characteristics make these programs
effective.
Literature Review
A few studies have investigated various aspects of business training programs for
entrepreneurs in developing economies. These studies showed that the type of training content
and follow-up support can increase the number of entrepreneurs that make changes in their
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businesses as a result of the training. We will discuss these studies and then introduce a training
feature, the learning contract, which has been successful in organizational training and university
settings.
The Impact of Different Training Content
Three studies have examined how training content can impact the behavior of
entrepreneurs in developing countries (Anderson-MacDonald et al., 2014; Campos et al., 2017;
Drexler et al., 2014). Each of these studies ran two training programs with different content and
then measured the impact on adoption of new business practices. Anderson-MacDonald et al.
(2014) compared the impact of training content focused on marketing with training content
focused on financial skills. Campos et al. (2017) ran a study comparing the impact of a training
focused on developing personal initiative with a traditional business training. Drexler et al.
(2014) tested a rule-of-thumb training program against a standard accounting training program.
Each of these studies show how training programs with different training content can make
different impact on behavior. However, none of these studies looked closely at what specific
components of the different training programs might explain the different outcomes.
The Impact of Extra Support and Follow-Up After Training
Additional individualized support and follow-up can help to reinforce what was learned
in training and bring a measure of accountability to the entrepreneur. Extra support and followup have been investigated for their impact on behavior in at least four studies in the context of
business training in developing countries (Drexler et al., 2014; Giné & Mansuri, 2014; McKenzie
& Puerto, 2017; Valdivia, 2015). Each of these studies looks at different types of follow-up
support and their impact on various business practices.
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Drexler et al. (2014) tested the impact of follow-up visits for a standard accounting
training compared to a rule-of-thumb business training. They measured outcomes such as record
keeping, savings, and keeping personal and business cash separate. The follow-up visits in this
study did not show any positive impact on these outcomes. The follow-up visits even showed a
negative impact on certain business practices such as calculating revenues formally and setting
aside cash for business expenses (both in the standard accounting training group).
Giné and Mansuri (2014) measured the effects of adding handholding sessions to a
training program. They did not report the impact of handholding on business practices, but did
report its impact on business knowledge, income and assets, cohesion with the lending group,
and decision making. The handholding follow-up support showed no impact on any of these
outcomes.
McKenzie and Puerto (2017) measured the impact of adding individual mentoring to a
training program. Those that received the mentoring after training saw a higher impact on
discussing their business with others and certain business practices (introducing new products,
monitoring sales trends, and opening the business at a set time). The mentoring did not positively
impact outcomes such as receiving a loan from the bank or getting a business bank account.
Valdivia (2015) added a technical assistance component to a general training program
focused on personal development, business, and management. The technical assistance
component included three months of individualized follow-up visits as well as small group
sessions with other small business owners in the same industry. Participants that received the
technical assistance in addition to the training saw a higher impact on associativity, and several
different business practices related to customer services, advertising, and record keeping. In
various other outcomes the technical assistance made no difference.
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The extra support provided in two studies (Drexler et al., 2014; Giné & Mansuri, 2014)
made no impact on behavior, but two other studies (McKenzie & Puerto, 2017; Valdivia, 2015)
show that follow-up visits can impact a variety of business practices and other behaviors. What
was the difference? Although it seems intuitive that follow-up visits can be conducted in a
variety of ways, some being more effective than others, none of these studies examined why the
follow-up visits made a difference.
Learning Contracts
None of the studies of training content and follow-up visits examined which components
of the training content or follow-up visits might explain differences in training transfer outcomes
for business training for entrepreneurs in developing economies. One such training component is
a learning contract, which is generally an agreement between a teacher and a student with written
expectations regarding goals, roles, responsibilities, and activities of the student and the teacher
(Goodman & Beenen, 2008). For instance, a student may agree to do certain activities while a
teacher may agree to provide certain support and experiences for the student. The terms of the
learning contract may be prepared in advance by the teacher, or they could be negotiated
between the teacher and student at some point during the learning experience or training program
(Frank & Scharff, 2013). After the terms of the learning contract have been agreed upon, the
learning contract can also be used as a guide and measure for how well the competencies of the
training are being learned and adopted by the trainee (Molina et al., 2018).
Learning Contracts and Training Transfer
Learning contracts are likely to impact important training transfer factors such as selfefficacy (Frank & Scharff, 2013), perceived social support (Tonhäuser & Büker, 2016),
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motivation (Gegenfurtner, 2011) and emphasizing learner and organizational goals (Hutchins,
2009; Kontoghiorghes, 2001).
Self-efficacy may be described as “people's beliefs about their capabilities to produce
designated levels of performance that exercise influence over events that affect their lives”
(Bandura, 1994, p. 2). Someone with high self-efficacy in a certain area of expertise believes that
he or she can influence the outcome of a situation. Someone with low self-efficacy may put less
effort into accomplishing goals as they may believe that other influences out of their control will
determine the outcome. Self-efficacy has been shown to impact training transfer in large firms
(Blume et al., 2010; Gegenfurtner, 2011) as well as entrepreneurship training programs in
developing countries (e.g., Gielnik et al., 2015; Mensmann & Frese, 2019).
Frank and Scharff (2013) suggested in their experiment that learning contracts reinforce
the link between specific actions and outcomes, which supports the growth of self-efficacy. In
order for a learning contract to support self-efficacy, it can include specific actions to be done by
the person as well as specific outcomes that will occur as a result of the person’s actions.
Creating the learning contract may impact self-efficacy somewhat, but likely the highest impact
on self-efficacy will come while the person attempts to follow the terms of the learning contract,
ideally gaining more and more “experience in overcoming obstacles through perseverant effort”
(Bandura, 1994, pp. 2-3). Learning contracts may help entrepreneurs overcome obstacles and
interpret these experiences as evidence of a clear link between their actions and success. Actions
or outcomes that are too easy to accomplish for the individual may lead to expectations of quick
results without much effort, which will not build self-efficacy for difficult challenges that require
persistence. Likewise, actions or outcomes that lead to too many failures too soon for the
individual may reinforce a belief that one does not have the capability to accomplish the task. A
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learning contract negotiated between the trainer and the learner allows for a customized level of
difficulty that can build self-efficacy.
Learning contracts also let an individual see the support they will receive from the
training program. Specific actions are outlined for the individual learner to perform, but also
specific actions are outlined for a trainer to perform in order to support the individual learner.
This can increase the perception of social support, which has been shown as one of the most
effective predictors of training transfer in large firms (Tonhäuser & Büker, 2016). However,
social support in the training transfer literature is usually measured in terms of support from
supervisors or work colleagues, whereas a perception of support from a trainer that is not a
supervisor or colleague may affect training transfer differently.
Frank and Scharff (2013) also argue that the written, public, and voluntary nature of a
learning contract can increase motivation. Gegenfurtner (2011) found a positive connection
between training transfer and motivation on 8 out of 9 measures in their meta-analysis with
motivation to transfer, expectancy, and instrumentality producing the largest effects. Bauer et al.
(2016) found in their review that motivation to transfer and expectancy motivation were the
largest motivational predictors of training transfer. If a learning contract can indeed impact
motivation (and particularly motivation to transfer and/or expectancy), it is likely to impact
training transfer as well.
Learning contracts emphasize learning goals, which have been found to influence training
transfer (Hutchins, 2009; Kontoghiorghes, 2001). Learning goals have been used to support
training transfer in large firms (Hutchins, 2009) and can lead to higher rates of not only transfer,
but also learning retention months after a training program is completed (Kontoghiorghes, 2001).
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Learning contracts have not yet been researched for their impact in business training
programs for entrepreneurs in developing economies. As entrepreneurs often run businesses with
relatively few employees (sometimes with the entrepreneur him or herself being the only
employee) they may require more self-efficacy, motivation, self-direction, and independence in
order to implement important changes in their business. They may not be able to depend on the
embedded social and organizational influences that lead to the highest training transfer impact in
larger businesses (Tonhäuser & Büker, 2016). Learning contracts are also relatively easy and
inexpensive to implement. For these reasons, and the great need for research on training transfer
for business training programs in developing countries (McKenzie & Woodruff, 2014, 2015),
learning contracts are a factor worth looking into for their impact on entrepreneurs enrolled in
business training programs in developing economies.
This study helps fill a gap in the current state of research on business training for
entrepreneurs in developing economies. Some studies have compared the overall content of
separate training programs (Anderson-MacDonald et al., 2014; Campos et al., 2017; Drexler et
al., 2014), but these studies have not examined specific components of training program content
for their impact on business practices. Some studies have measured how individualized followup visits might increase the adoption of business practices (Drexler et al., 2014; Giné & Mansuri,
2014; McKenzie & Puerto, 2017; Valdivia, 2015) and have found mixed results. This study adds
to this emerging area of research as it provides a closer look at the specific training component (a
learning contract) delivered during individualized visits and how it affects training transfer of
business practices. The findings of this study help to build a better understanding of training
transfer that has relevance for the research literature and for designers of these business training
programs for entrepreneurs.
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Method
Study Overview
This study included two randomly assigned treatment groups (standard training vs.
standard training and learning contract) and a non-randomly assigned comparison group. The
comparison group consisted of entrepreneurs with businesses in the same geographical areas as
the entrepreneurs that participated in the training program. For example, entrepreneurs in the
comparison group and training groups often came from the same public marketplace. We then
analyzed the data to look for any significant difference between business knowledge, application
of certain business practices, and sales and expenses of entrepreneurs that were in the training
program and those that were not. As the comparison group was not selected randomly (but rather
based on geographical proximity) this part of the study was categorized as quasi-experimental.
This portion of our study aligns with hypothesis 1, which is as follows:
Hypothesis 1: At the end of the training program, entrepreneurs enrolled in the program
(standard training and standard training + learning contract) will have significantly higher
levels of business knowledge, business practices, and business outcomes than entrepreneurs that
were not enrolled.
Of the entrepreneurs that were enrolled in the training program, we randomly assigned
half of them to receive a learning contract with the training. We measured pre- and post-training
outcomes and analyzed the data to see what differences came as a result of the learning contracts.
This portion of our study aligns with hypothesis 2:
Hypothesis 2: At the end of the training program, entrepreneurs enrolled in the program
that were assigned to receive a learning contract will have significantly higher levels of business
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knowledge, business practices, and business outcomes than entrepreneurs that were enrolled but
were not assigned to receive a learning contract.
Figure 1 shows how the groups were organized to test hypothesis 1 and hypothesis 2.
Figure 1
Participant Groups Included to Test Hypothesis 1 and Hypothesis 2

Context of the Study
Location: Lima, Peru
This study was conducted with a training company that delivers business training for
entrepreneurs in Lima, Peru. Peru is a country with a high entrepreneurial spirit index and a GDP
that is 25% made up of small and medium sized businesses (Global Entrepreneurship Monitor,
2018). It has some of the highest levels of early-stage entrepreneurial activity in the world and a
relatively high level of female entrepreneurs with 87 female entrepreneurs for every 100 male
entrepreneurs (Global Entrepreneurship Monitor, 2018). The majority of Peruvians see
entrepreneurship as a good career choice (Global Entrepreneurship Monitor, 2018).
The Training Program
The training program was coordinated by a training company that partnered with local
loan institutions to provide training for entrepreneurs that had received a business loan. The
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training program lasted for six months and included monthly group training sessions and
monthly follow-up visits to each entrepreneur at their places of business.
The content of the training focused on best business practices. These practices were
primarily related to record keeping, as well as principles such as keeping personal and business
money separate. The content was shared during the monthly training sessions and was included
in material given to each entrepreneur to take with them.
Each entrepreneur was invited to attend a monthly training session. These training
sessions were typically held in the training company’s training facility. Attendance could range
from five to 30 entrepreneurs per session. Multiple sessions were held during the month to give
options and accommodate the schedules of the entrepreneurs. Trainers employed by the training
company facilitated the training sessions which included direct instruction, discussion, and
activities to practice the business skills taught in training.
Follow-up visits were done twice a month throughout the duration of the program by
trainers. A trainer was assigned to each entrepreneur enrolled in the program. The trainers
typically visited each entrepreneur at the entrepreneurs’ places of business, but occasionally met
with the entrepreneurs at other locations if necessary. On these visits, the trainers taught business
principles and how to use certain financial tools, collected information from the entrepreneurs
and answered questions from the entrepreneurs.
Recruitment
Seventy-one entrepreneurs were in the training group and 61 were in the “no training”
comparison group. Among the 71 entrepreneurs that were to receive training, 36 were randomly
assigned to receive a learning contract and 35 were not. Entrepreneurs that participated in the
training program were selected from a pool of entrepreneurs that had received a business loan
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from a Peruvian bank. Two large Peruvian banks provided basic contact information for these
entrepreneurs, who were then contacted by phone to invite them to participate in the training
program. Entrepreneurs that agreed to participate were then visited by a trainer to begin the
training, and at that point they were asked if they would like to share their survey responses for
this research study.
The entrepreneurs in the no-training comparison group were selected by geographical
proximity to the entrepreneurs in the training group. For example, if an entrepreneur in the
training program had a business located in a local market, entrepreneurs for the comparison
group would be recruited from that same market.
Sample
Tables 1-7 show descriptive statistics of the demographics and businesses of the 132
entrepreneurs that participated in the study. All scalar variables had a normal distribution (having
a skewness between 3 and -3). The study included 82 women and 50 men of a wide range of ages
and education levels. The entrepreneurs’ businesses were of many types and industries. The
average business had been in operation for 12 years, with some businesses in operation for over
30 years and others less than a year. The entrepreneurs’ businesses had an average of about
17,000 Peruvian soles in monthly sales and business loans of less than 20,000 Peruvian soles
(though a few businesses had loans over 100,000 Peruvian soles).
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Table 1
Description of Entrepreneurs in the Study
Measure

N

Min.

Max.

Mean

Std. Deviation

Age (Years)

126

18

79

45.17

12.3

Years in Operation

132

0

40

12.29

9.61

Previous Month Sales
(Peruvian Soles)

131

0

150,000

17,453

23,475

Previous Month Expenses
(Peruvian Soles)

131

0

100,000

14,929

19,319

Optimism About the Future
(1-5 scale)

131

1

5

4.53

0.82

Table 2
Gender of Entrepreneurs
Gender
Women
Men
Total

Number
82
50
132

Percent
62.1%
37.9%
100%

Table 3
Civil Status of Entrepreneurs
Civil Status
Married
Cohabitating
Divorced
Single
Widowed
Total

Number
44
39
4
42
3
132

Percent
33.3%
29.5%
3%
31.8%
2.3%
100%
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Table 4
Highest Completed Education Level of Entrepreneurs
Education Level Completed
Partial or No Elementary School
Completed Elementary School
Partial High School
Completed High School
Partial Technical College
Completed Technical College
Partial Four-Year University
Completed Four-Year University
Total

Number
10
7
21
40
16
27
5
6
132

Table 5
Loan Amounts of Entrepreneurs
Loan Amount
(Peruvian Soles)
No Loan
Less Than 1,001
1,001-5,000
5,001-10,000
10,001-20,000
20,001-30,000
30,001-40,000
40,001-50,000
50,001-60,000
60,001-70,000
70,001-80,000
80,001-90,000
90,001-100,000
More Than 100,000
Total

Number Percent
25
2
24
21
16
4
4
9
4
2
3
1
0
5
120

18.9%
1.5%
18.2%
15.9%
12.1%
3%
3%
6.8%
3%
1.5%
2.3%
0.8%
0%
3.8%
90.9%

Percent
7.6%
5.3%
15.9%
30.3%
12.1%
20.5%
3.8%
4.5%
100%

134
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Table 6
Banks That Provided Loans for Entrepreneurs That Participated in Training
Bank
Number Percent
Bank 1
18
13.6%
Bank 2
53
40.2%
Total*
71
53.8%
*Bank information was not collected from the comparison group that did not receive training.
Table 7
Entrepreneurs’ Access to Internet
Access to Internet
No
Yes
Total

Number
26
105
131

Percent
19.7%
79.5%
99.2%

Measures
We measured outcomes related to Kirkpatrick’s (1979) training evaluation model,
specifically focusing on measures of impact on knowledge and application of certain business
practices as well as business outcomes such as sales and expenses. These measures are
comparable to those used in other studies (e.g., McKenzie & Woodruff, 2015) that measured
outcomes related to financial planning and record keeping. We took measurements just before
training began (T1) and then six months later when the training program concluded (T2). Our
measurement surveys were administered in-person by a trainer one-on-one with each
entrepreneur and were typically completed in 15-45 minutes. To improve inter-rater reliability,
all trainers that collected data received instruction and training from the training organization on
how to conduct each survey and detailed instructions on how to rate the responses of each
entrepreneur.
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Knowledge
Entrepreneurs’ knowledge of ten different business principles and practices were
measured. For each principle or practice, an entrepreneur explained what they knew about it. A
trainer would then rate the entrepreneur’s knowledge on a three point scale. A low rating meant
that the entrepreneur was not familiar with the principle or practice at all. A medium rating
meant that the entrepreneur has heard of it and can explain it somewhat in theory. A high rating
meant that the entrepreneur had a deep understanding of not only the theory of the principle or
practice, but also an understanding of its application and importance.
Application
The application of 10 different business practices were measured that corresponded to
each of the 10 business knowledge measures. Also, four additional business practices were
measured. Most of these business practices were measured on a three point scale. A low rating
meant that the entrepreneur was not applying the business practice in any way. A medium rating
meant the entrepreneur had been applying the practice but did it in an incomplete, inconsistent,
or disorganized way. Trainers administering the surveys would ask to see evidence of the
entrepreneur’s application of the business practices (for example, an accounting notebook or
spreadsheet). In some cases, it was important for trainers to probe a little further as some
entrepreneurs were doing certain business practices (such as recording sales and expenses)
without knowing the business theory or vocabulary to describe it.
Business Outcomes and Other Measures
To get an idea of general business outcomes, we measured total business sales and
expenses for the previous month. We also included a measure of each entrepreneur’s optimism
about the future of their business. Finally, we measured how much each entrepreneur engaged in
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the training by their attendance at the monthly group training sessions, one-on-one teaching visits
and quick follow-up visits from trainers.
Qualitative Observations and Interviews
Throughout the training program, we also conducted qualitative in-field observations and
interviews with trainers to help explain and interpret results from the survey measures. To collect
these data, a researcher would accompany each trainer during individual visits, group training
sessions, and other activities related to the training program. The researcher kept handwritten
notes of observations, which were later transferred to a digital document. Interviews were audio
recorded and later transcribed. These data were then analyzed to identify themes or other
information that could help explain the results of the study.
Data Analysis
To answer our research questions, we first checked if the data were distributed normally,
and then we ran a test of balance to see if our groups were comparable before the training and
learning contracts were administered. We then conducted a confirmatory analysis to see the
impact of the learning contracts and the training program as a whole had on the entrepreneurs’
business knowledge, practices, sales, and expenses. Scalar variables (such as sales and expenses)
were analyzed using OLS regression analysis (with no control variables included) of the
difference of means between groups. Ordinal outcome variables (such as the measures of
business knowledge and practices) were analyzed using chi-square tests to see if there were
significant differences between the expected and observed frequencies of the entrepreneur
groups. All analyses were done in SPSS Statistics version 27.
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Balance Check
We conducted a check for balance for pre-treatment measures across the groups using
chi-square tests for nominal measures and independent sample t-tests for scalar measures. The
groups for hypothesis 1 (training vs no training) were also balanced on most measures but were
unbalanced on four business practices (Cash Flow, Accounts Payable, Accounts Receivable, and
Informal Consumption of Inventory), sales, loan size, and years in operation (p < 0.05). The
groups for hypothesis 2 (training only vs training + learning contract) were well balanced on all
measures except two of the fourteen business practices (Home General Ledger and Business
Budget) and loan size (p < 0.05). Findings for the unbalanced dependent variables have less
validity and have been noted in the tables of results.
Dropout Rates and Attendance
Of the 132 participants in this study, 114 completed the pre- and post-measures. Thirteen
of the dropouts came from the no-training comparison group, and 5 were in the training group (1
of which was assigned to receive a learning contract along with training). We conducted a chisquare test to see if these dropout rates were balanced across groups, and we found balance
between the groups for hypothesis 2 (training only vs. training + learning contract). The dropout
rates of the groups for hypothesis 1 (training vs. no-training comparison group) were not
balanced, probably because the comparison group was not contacted for several months between
surveys, making it more difficult to find them for the post-training survey (for example, when an
entrepreneur switched locations or changed phone numbers).
We used three measures of attendance in the training program: attendance at monthly
group sessions, one-on-one teaching visits, and one-on-one follow-up visits. Table 8 shows the
rates of attendance for all entrepreneurs enrolled in the training program. We conducted
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independent samples t-tests and found that these attendance rates were balanced between the
training-only group and the training + learning contract group.
Table 8
Training Attendance Rates
Overall
Attendance Measure

Training Only

Training + LC

Mean

Std. Dev.

Mean

Std. Dev.

Mean

Std. Dev.

Group Sessions

1.62

1.77

1.83

1.95

1.42

1.57

Teaching Visits

5.92

0.28

5.86

0.36

5.97

0.17

Follow-Up Visits

2.80

1.60

2.60

1.58

3

1.62

Results
Results for Hypothesis 1
Table 9 shows the findings for hypothesis 1 regarding the impact of training (versus the
no-training comparison group) on measures of knowledge and application of ten business
practices. On eight of the 10 measures for both knowledge and application, the training group
significantly outperformed the no-training comparison group. On three out of four additional
application measures, the training group outperformed the comparison group. These findings
suggest that the training does indeed make an impact on both knowledge and application of key
business principles and practices.
Tables 10 and 11 show our analysis of the effect of the training on sales and expenses.
Table 10 shows the results of independent samples t-tests comparing the total post-training sales
and expenses (measured at the last month of the training program). Table 10 shows a large
difference between the training and comparison groups, but sales was one of the measures that
was not balanced between the training and comparison groups prior to training so the difference
at the end of the training program may not have been caused by the training. Table 11 displays
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results of paired samples t-tests comparing the pre-training sales and expenses with the posttraining sales and expenses. This analysis showed no significant difference in sales and expenses
for either the training or comparison groups. It is also important to note that entrepreneurs that
were not keeping consistent financial records (especially prior to receiving the training) were
only able to give estimates of their sales and expenses, which likely made their measures less
accurate.
Our qualitative data gathered through interviews and observations during the training
program also showed that it was often the case that once entrepreneurs began keeping detailed
records, they saw that they had highly underestimated these numbers, particularly their expenses.
This may explain why the training group reported higher sales and expenses in the post-training
survey.
Looking at attendance rates (shown in Table 8), we can see that the impact of training
likely came from the one-on-one teaching visits, as most entrepreneurs attended at least five out
of six of these visits, while follow-up visits had less than 50% attendance and group sessions had
less than 30%. Qualitative in-field observations showed that trainers often prioritized the
teaching visits over the follow-up visits and the training organization provided more
compensation to trainers for completing training visits than for completing follow-up visits.
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Table 9
Findings for Hypothesis 1 (Training Group vs. No-Training Comparison Group): Chi-Square
Tests of Significance for Business Knowledge and Application

Business Topic

Measure of Knowledge:
Pearson Chi-Square
Significance (2-sided)
.00*

Measure of Application:
Pearson Chi-Square
Significance (2-sided)
.00*

Business Ledger (Libro Mayor de
Negocio)
Home Ledger (Libro Mayor de Casa)
.00*
.00*
Cash Flow (Flujo de Efectivo)
.00*
.00*a
Income Sheet (Hoja de Ingresos)
.08
.14
Balance Sheet (Balance General)
.12
.21
Break-Even Point (Punto de
.00*
.00*
Equilibrio)
Business Budget (Presupuesto del
.00*
.00*
Negocio)
Debt Administration (Administracion
.00*
.00*
de Deuda)
Accounts Payable (Cuentas por Pagar)
.00*
.00* a
Accounts Receivable (Cuentas por
.00*
.02* a
Cobrar)
Additional Business Practices
Separate Bank Accounts
X
.00*
Receives Salary
X
.00*
Informal Consumption of Inventory
X
.00*a
Pays Employees
X
.24
Note. Measured from September to October 2019 for training group and from October to
November 2019 for comparison group. *Pearson Chi-Square significance < 0.05
a

Indicates a variable that was not balanced between groups at the time of the first measure.
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Table 10
Findings for Hypothesis 1 (Training Group vs. No-Training Comparison Group): Independent
Samples t-tests for Sales and Expenses
Mean
Std. Dev.
Training Comparison Training Comparison
t
df
Sig.
Group
Group
Group
Group
Sales
24,094
10,687
28,910
12,407
-3.01
111
.00*a
Expenses
22,198
6,592
27,046
9,729
-3.82
111
.00*
Note. Results measured in Peruvian soles at month 6 of the training program (measured from
September to October 2019 for training group and from October to November 2019 for
comparison group). *p (two-tailed) < 0.05
a

Indicates a variable that was not balanced between groups at the time of the first measure.

Table 11
Findings for Hypothesis 1 (Training Group vs. No-Training Comparison Group): Paired
Samples t-tests for Sales and Expenses
Mean

Std. Dev.
T1
T2
T1
T2
t
df
Sig.
Sales
Training Group
22,986
24,094
27,455
28,910
-.46
64
.65
Comparison Group 12,099
10,687
18,024
12,407
.76
47
.45
Expenses
Training Group
18,895
22,198
21,064
27,046
-1.61
64
.11
Comparison Group 11,163
6,593
17,318
9,729
1.85
47
.07
Note. Results measured in Peruvian soles. T1 indicates measures of sales/expenses for the prior
month (measured from April to May 2019 for training group and July 2019 for comparison
group). T2 indicates measures taken at the last month (month 6) of the training program
(measured from September to October 2019 for training group and from October to November
2019 for comparison group). *p (two-tailed) < 0.05
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Results for Hypothesis 2
Table 12 shows the effects of adding learning contracts to the training program on
measures of knowledge and application of business practices. Learning contracts had a
significant effect on one application measure, cash flow (“flujo de efectivo”) and no significant
effect on business knowledge. Tables 13 and 14 show that while the entrepreneurs assigned to
receive learning contracts reported higher sales (and expenses) at the end of the training, these
differences were not statistically significant.
We ran further analyses to find out what might explain these results from the learning
contracts. The learning contracts were designed to give extra focus on one business practice, so
we did not expect significant changes across all business practices. However, only three of the
entrepreneurs chose to focus on cash flow in their learning contracts. Having a sample size of 36
entrepreneurs assigned a learning contract meant that smaller and more incremental impact
would be more difficult to detect. Also, disappointingly, only 21 of the 36 entrepreneurs assigned
a learning contract received one (we explain possible reasons for this in the discussion section).
Table 15 shows the relationship between attendance rates and learning contract reception,
indicating that entrepreneurs that did not complete follow-up visits were also less likely to
receive a learning contract. Our qualitative data also showed that time constraints during visits
sometimes kept learning contracts from being completed.
One challenge for measuring the impact of learning contracts was that each entrepreneur
chose which business practice they would focus on. For example, if only a few entrepreneurs
chose to focus on their business budget for their learning contracts, the impact on those
entrepreneurs’ business budgets may not be enough to show a significant impact on business
budgets for the whole group because the other entrepreneurs focused on different business
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practices. Table 16 shows that this was indeed the case that entrepreneurs chose a variety of
business practices to work on in their learning contracts.
We conducted a Wilcoxon Matched-Pair Signed Rank test to analyze the difference
before and after the program on business practices that each entrepreneur chose to focus on in
each individual learning contract. Four entrepreneurs were excluded from this analysis because
they chose to work on Customer Relations Management, which was not measured in the pre or
post surveys. This test showed a significant difference (p < 0.01) for these business practices
before and after training. Figure 2 shows the number of learning contract recipients that scored
low, medium, or high on their chosen business practice before and after the program, showing
significant improvements. However, while these results could show promise for the efficacy of
learning contracts, the impact may have been affected by the training overall and not solely
through the learning contracts.
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Table 12
Findings for Hypothesis 2 (Training vs. Training + Learning Contract): Chi-Square Tests of
Significance for Business Knowledge and Application

Business Topic

Measure of Knowledge:
Pearson Chi-Square
Significance (2-sided)
.30

Business Ledger (Libro Mayor de
Negocio)
Home Ledger (Libro Mayor de Casa)
.34
Cash Flow (Flujo de Efectivo)
.48
Income Sheet (Hoja de Ingresos)
.63
Balance Sheet (Balance General)
.45
Break-Even Point (Punto de
.33
Equilibrio)
Business Budget (Presupuesto del
.39
Negocio)
Debt Administration (Administracion
.78
de Deuda)
Accounts Payable (Cuentas por Pagar)
.31
Accounts Receivable (Cuentas por
.31
Cobrar)
Additional Business Practices
Separate Bank Accounts
X
Receives Salary
X
Informal Consumption of Inventory
X
Pays Employees
X
*Pearson Chi-Square significance < 0.05
a

Measure of Application:
Pearson Chi-Square
Significance (2-sided)
.47
.73a
.05*
.30
.93
.60
.78a
.92
.44
.43
.86
.77
.98
.64

Indicates a variable that was not balanced between groups at the time of the first measure.
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Table 13
Findings for Hypothesis 2 (Training vs. Training + Learning Contract): Independent Samples ttests for Sales and Expenses
Mean
Std. Dev.
Training +
Training +
Training
Training
t
df
Sig.
LC
LC
Sales
21,219
26,715
22,499
33,851
-.76
63
.45
Expenses
19,303
24,838
21,078
31,618
-.82
63
.41
Note. Results measured in Peruvian soles at month 6 of the training program. *p (two-tailed) <
0.05
Table 14
Finding for Hypothesis 2 (Training vs. Training + Learning Contract): Paired Samples t-tests
for Sales and Expenses
Mean

Std. Dev.
T1
T2
T1
T2
t
df
Sig.
Sales
Training Only
23,274
21,219
31,712
22,499
.63
30
.54
Training + LC
22,724
26,715
23,398
33,851
-1.14
33
.26
Expenses
Training Only
17,645
19,303
20,654
21,078
-.67
30
.51
Training + LC
20,034
24,838
21,676
31,618
-1.50
33
.14
Note. Results measured in Peruvian soles. T1 indicates measures total sales for the prior month
(measured from April to May 2019). T2 indicates measures taken at the last month of the
training program (measured from September to October 2019). *p (two-tailed) < 0.05
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Table 15
Attendance Rates and Learning Contract Reception, Independent Samples t-tests

Attendance

Mean
LC
LC Not
Received
Received
1.62
1.13
6
5.93

Group Session
Teaching Visits
Follow-Up
3.71
Visits
*p (two-tailed) < 0.05

Std. Dev.
LC
LC Not
Received
Received
1.53
1.64
0
0.26

2

1.35

1.46

t

df

Sig.

-0.91
-1.19

34
34

.37
.24

-3.63

34

.00*

Table 16
Business Practices Selected and Focused on by Entrepreneurs With Learning Contracts
Business Practice Chosen
Business Ledger (Libro Mayor de Negocio)
Customer Relations Management (Control de
Relacion de Clientes)
Cash Flow (Flujo de Efectivo)
Balance Sheet (Balance General)
Home Ledger (Libro Mayor de Casa)
Business Budget (Presupuesto del Negocio)
Income Sheet (Hoja de Ingresos)
Break-Even Point (Punto de Equilibrio)
Receives Salary (Sueldo Propio)
Total

Number
5

Percent of Learning Contracts
23.8%

4

19.0%

3
2
2
2
1
1
1
21

14.3%
9.5%
9.5%
9.5%
4.8%
4.8%
4.8%
100%
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Figure 2
Pre-Post Comparison of Application of Business Practices Chosen by Entrepreneurs With
Learning Contracts

Pre-Post Learning Contract
Business Practices
Pre

Post

16
14
12
10
8
6
4
2
0
Low

Medium

High

Discussion
Consistent Individualized Mentoring
The six-month training program as a whole showed promising results for building
knowledge as well as adopting certain business practices. Our findings also suggest that a key
driver of these results was the one-on-one teaching visits the trainers gave to each entrepreneur.
While some studies included one-on-one or small group support in addition to group training
sessions (Drexler et al., 2014; Giné & Mansuri, 2014; McKenzie & Puerto, 2017; Valdivia,
2015), none included this kind of individual support to the degree included in this study. As
opposed to these other programs, the individualized support included more visits (12 visits) over
a longer period of time (6 months). The intensity and longevity of individualized support were
likely to positively affect not only how much entrepreneurs learn but also the application and
changes they made in their businesses.
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This extended length of the training and one-on-one support also allowed for
relationships to develop between the trainers and the entrepreneurs. Our qualitative data analysis
of interviews and in-field observations showed that building trust with the entrepreneurs was one
of the most critical objectives of effective trainers. While a relationship of trust developed
quickly for some entrepreneurs, others were much more cautious and did not open up to the
trainers until after three or more visits. Trainers reported that without a relationship of trust,
entrepreneurs were less likely to take time for the training program, less likely to share
information about their business with the trainers, less likely to complete assignments from the
training, and more likely to drop out. It takes time to build this relationship, which may help
explain why some shorter training programs did not see much impact from adding individualized
or small group follow-up support (Drexler et al., 2014; Giné & Mansuri, 2014).
One-on-one mentoring may be more effective than standard business training, or at least
the two can complement one another. Brooks et al. (2016) found that individual mentoring from
experienced entrepreneurs helped newer entrepreneurs gain specialized and industry-specific
information which led to higher profits while standard training helped with general business
knowledge and practices but did not affect profits. Our study suggests that individualized
mentoring from trainers (who are not necessarily experienced entrepreneurs) can also be a means
to pass along certain business knowledge and practices.
Although sales increased for entrepreneurs in the training program, the effect was not
statistically significant. This is similar to Brooks et al.’s (2016) finding that standard business
content may improve knowledge and practices but, at least in the short run, may not improve
profits as much as mentoring from experienced entrepreneurs in the same industry. However, the
lack of a significant impact on sales could also be due to the relatively small sample size of our
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study, and a larger sample size may reveal a significant difference in sales. It may be the case
that the training made a larger impact on knowledge and practices and only an incremental
impact on sales and expenses.
Learning Contracts
While the learning contracts may have had some effect on application of business
practices, it did not have the same impact that has been reported in other environments and
groups such as university students (e.g., Frank & Scharff, 2013). We will discuss some of the
potential reasons for these results and what they might mean for research on effective
characteristics and components of entrepreneurship training programs in developing economies.
In our study, only 21 out of 36 entrepreneurs assigned to receive a learning contract
actually received one, and we saw that this depended greatly on whether or not trainers were able
to complete a follow-up visit each month with the entrepreneur. Our in-field observations
showed that trainers often struggled to schedule one-on-one visits and would be hesitant to take
extra time to administer the learning contract when they sensed the entrepreneur wanted to get
back to their work as soon as possible. Trainers with a full load of entrepreneurs to teach also
tended to prioritize teaching visits over follow-up visits, and this was possibly influenced by the
payment and bonus system in place by the training organization that rewarded completion of
teaching visits more than follow-up visits.
Learning contracts have been used in university (Frank & Scharff, 2013) and corporate
settings (Goodman & Beenen, 2008), which might have allowed for a smoother and more
consistent delivery than in the setting for this study, which involved visiting and delivering
information to entrepreneurs in their place of business during business hours. This training
program’s one-on-one delivery often meant that entrepreneurs working alone would have to
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either close their business during the visit or attempt to meet with the trainer while
simultaneously helping customers.
Another challenge with the learning contracts had to do with the entrepreneurs
themselves, their motivations, and their goals. In a university setting where learning contracts
might be delivered, one might expect that most students would be within a certain age range, at
an early stage of their careers, and have already shown a degree of commitment to selfimprovement and education by having applied to the university and enrolled in courses. In this
situation, learning contracts could be used to give support and build off of the career goals and
motivations of students. However, in our study, some entrepreneurs were preparing for
retirement, desired to sell or otherwise leave their business, or otherwise did not have an existing
motivation or goal to improve or grow their business. Learning contracts did little for these
entrepreneurs, which was evident when trainers struggled to identify any goals or motivations
that might connect with the training program. For example, one entrepreneur said that his
motivation to start his business was to provide for his children, but that was years earlier and
now his children are grown and have moved out of the house with families of their own.
Recommendations
The findings of this study can be used to guide further research and practical applications
designed to create more effective entrepreneurship training. In this training program,
individualized visits likely drove most of the significant improvements in business knowledge
and adoption of better business practices. Future research may focus more on what makes
individualized teaching effective. For example, this training program was delivered over a
relatively long period of time (6 months) with two individual visits each month. Future research
might investigate if individualized teaching is effective if delivered over shorter periods of time
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or at different frequencies, such as monthly or weekly. More research can be done to see what
makes an effective mentor/entrepreneur relationship, and what practices and personal
characteristics help build these relationships.
One of the challenges of administering learning contracts was that they added extra time
to individual on-site visits during business hours, making trainers less motivated to deliver them,
especially when entrepreneurs appeared busy with customers or less motivated to give time for
the training in general. Further research may be done to see if learning contracts have more of an
impact if administered in formally structured classroom settings with less unpredictability,
distractions, and time constraints than at the entrepreneur’s business during business hours.
Learning contracts also were designed with the assumption that entrepreneurs want to grow and
improve their businesses, but our qualitative observations and interviews showed that this was
not always the case. More research can be done to investigate what kinds of situations and
entrepreneurs would respond the most to extra interventions such as a learning contract.
Learning contracts have shown promise in both university and corporate training settings,
which is one reason why we tested their effectiveness in an entrepreneurship training setting in
Peru. However, we found that the training environment as well as certain characteristics of
entrepreneurs made administering the learning contracts less effective. While the research
literature on training transfer and training effectiveness in university and corporate settings is
much more developed than that of entrepreneurship training in developing economies,
researchers and practitioners should remember that not all interventions showing promise in
university and corporate settings will be effective with entrepreneurs. When researchers or
practitioners wish to use a training approach or activity that has been effective in these settings,

DO LEARNING CONTRACTS BOOST TRAINING TRANSFER

153

we suggest first running small scale pilot tests to uncover any unexpected challenges that may
arise in an entrepreneurship training setting.
Limitations
As this was an in-field study with both experimental and quasi-experimental aspects to it,
several potential threats to its validity existed. We followed the guidance of Shadish et al. (2002)
by systematically analyzing potential threats according to categories of internal validity,
statistical conclusion validity, construct validity, and external validity. We will briefly describe
some of the most prominent threats we identified and what efforts we took to protect against
them to the extent possible.
The measures for this study were limited in terms of how they showed impact over time
as well as the method of measurement. Our measures were taken at the beginning of training and
then six months later during the last month of training. While six months does show impact over
time, especially for content and practices taught earlier in the training program, we do not know
how long the impact persisted after the conclusion of the training.
In some cases, it was difficult to verify entrepreneurs’ responses to items on the survey.
Those administering the surveys verified scores on business knowledge and practices by asking
follow-up questions and to see evidence that each business practice had been applied in the
business (such as to see the entrepreneur’s financial records to verify which financial practices
they were completing). However, some practices could not be easily verified with evidence
outside of an entrepreneur’s response to the survey item. For instance, it was difficult to verify
whether an entrepreneur consumes their own product or gives it away for free to family members
or friends. Measures of sales and expenses were especially difficult to verify when entrepreneurs
did not keep financial records.
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Another concern had to do with attrition and attendance rates, which is a common
concern in research on business training programs in developing economies. In particular, the
comparison group that did not receive training had a much higher attrition rate than those that
did. This is most likely explained by the months-long timespan between surveys and that the
comparison group did not receive any contact between the pre and post surveys. The delivery of
learning contracts was lower than expected, and we explored potential reasons and implications
of this in our findings and discussions sections.
Conclusion
Business training for entrepreneurs exists in various forms around the globe, but most
business training makes little impact beyond increasing business knowledge. In particular, there
is a need for business training that leads entrepreneurs not only to gain new knowledge, but to
apply it and to grow more profitable businesses as a result. Our study showed that a training
program in Lima, Peru, delivered over six months in both group sessions and individualized onsite visits, can significantly impact both business knowledge and application of better business
practices (but it was unclear if the training affected sales and profits). Our study also showed that
learning contracts can be somewhat effective in boosting application of business practices, but
that the training environment and situations of some entrepreneurs can make learning contract
administration less effective.
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Appendix B
Training Program Content and Schedule

Month

Content of the Group Session

Content of the Visit

1

Pre-training diagnostic survey

Separating personal finances
from business finances

2

Follow-up
• Verify if the entrepreneur is using the tools
• Answer questions
• Encourage the entrepreneur

General Ledger for business and
home finances

3

Introduction
1

Visit

Business and Home General Ledger
2

3

Break-even point

4

Planning and business budgeting

5

Debt administration and using
credit: Part 1

6

Debt administration and using
credit: Part 2

How to create a personal salary for yourself
4

Follow-up

5

Break-even point

6

Follow-up

7

Business budget

8

Follow-up

9

Debt Administration

10

Follow-up

11

Follow-up
Accounts receivable and accounts payable

12
Post-training diagnostic survey
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Appendix C
Survey Measures
Demographic and Business Information
Survey Item
Possible Responses (blank if open-ended)
Name of entrepreneur
Date of birth
Married, Co-habitating, Divorced, Single,
Civil status
Widow(er)
Number of dependents (children or others that
are legally dependent on the entrepreneur)
None, Some elementary school, Completed
elementary school, Some high school,
Completed high school, Some technical
Level of formal education
college, Completed technical college, Some
university, Completed university, Completed
Master’s degree, Completed doctoral degree,
Post-doctorate
Name of business
Years in operation
Number of business locations
Industry or type of business
1: My business is definitely going to get
worse
2: My business is probably going to get worse
Optimism about the future of the business
3: My business will continue to be the same
4: My business is probably going to improve
5: My business is definitely going to improve
Access to Internet
Yes/No
Business Knowledge
Survey Item
Possible Responses
Business Ledger (Libro Mayor de Negocio)
Home Ledger (Libro Mayor de Casa)
1: The entrepreneur is not familiar with the
Cash Flow (Flujo de Efectivo)
topic
Income Sheet (Hoja de Ingresos)
Balance Sheet (Balance General)
2: The entrepreneur has heard of the topic but
only knows it in theory
Break-Even Point (Punto de Equilibrio)
Business Budget (Presupuesto del Negocio)
3: The entrepreneur has a deep knowledge of
Debt Administration (Administracion de
the theory, practice, and importance of the
Deuda)
topic
Accounts Payable (Cuentas por Pagar)
Accounts Receivable (Cuentas por Cobrar)
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Business Practices
Survey Item
Business Ledger (Libro Mayor de Negocio)
Home Ledger (Libro Mayor de Casa)
Cash Flow (Flujo de Efectivo)
Income Sheet (Hoja de Ingresos)
Balance Sheet (Balance General)
Break-Even Point (Punto de Equilibrio)
Business Budget (Presupuesto del Negocio)
Debt Administration (Administracion de
Deuda)
Accounts Payable (Cuentas por Pagar)
Accounts Receivable (Cuentas por Cobrar)

Survey Item
Total monthly sales
Total monthly expenses

Possible Responses
1: The entrepreneur is not doing the business
practice
2: The entrepreneur is doing the business
practice but only in a partial, incomplete,
disorganized, or inconsistent manner
3: The entrepreneur is doing the business
practice in a complete, orderly, and consistent
manner

Business Sales and Expenses
Pre-Training Survey
Sales from previous month (1
month before training began)
Business expenses from
previous month (1 month
before training began)

Post-Training Survey
Sales from final month of
training (month 6)
Business expenses from final
month of training (month 6)
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Other Business Practices (Related to Keeping Personal and Business Finances Separate)
Survey Item
Possible Responses
1: The entrepreneur does not have bank accounts
2: The entrepreneur has bank accounts, but the
Separate Bank Accounts (Cuentas
accounts are mixed with both business and family
Bancarias Separadas)
finances
3: The entrepreneur has bank accounts exclusively for
the business and exclusively for family finances
1: The entrepreneur takes money from the business to
pay personal or family expenses
2: Some personal or family expenses are paid for with
money from the business, or the entrepreneur takes
money from the business once a month, but the
Receives a Salary (Sueldo Propio)
amount is not planned but based on the needs for that
month
3: The entrepreneur has a specific amount of money
he or she takes from the business each month and does
not take more money from the business
1: Family members, friends, or the entrepreneur
receive products or services from the business without
paying for them
2: Family members and friends pay for products or
Informal Consumption of Inventory
services from the business, but the entrepreneur
(Consumo Informal del Inventario)
sometimes does not or does not keep a clear record of
what products or services were received
3. Everyone (family, friends, and the entrepreneur)
pay for products or services they receive from the
business
1: Employees are paid in an informal way (without
records of payments), employees are not paid on the
same dates each month or two-week period, or
employees do not have defined salaries
2: Employees are paid semi-formally (with a record of
payments), but employees are not paid on the same
Pay to Employees (Pago a
dates each month or every two weeks. Employees
Empleados)
receive a salary but are not paid with a fixed or regular
schedule
3. Employees are paid in a formal way (with a record
of payments for both the business and the employee)
and they are paid on the same date each month or twoweek period. Each employee has a fixed salary and
knows what it is
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DISSERTATION CONCLUSION
Entrepreneurship and business training are widely accepted as an important way to
support and grow small businesses especially in developing economies where a large portion of
the population have few other options than to start or continue a family business. While these
training programs are typically successful in building knowledge and understanding of business
principles, they often fail to produce changes in how the entrepreneurs run their businesses and
rarely make an impact on sales or profits. The research presented in this dissertation focused on
understanding why this is the case, what factors have been found to affect training transfer in
these settings, and then measured the impact of adding learning contracts to an entrepreneurship
training program located in Lima, Peru.
In Article 1, I reviewed and analyzed the findings of a decade (2010 to 2019) of research
and impact evaluations of entrepreneurship training programs in developing economies
throughout the world. I found that previous research has focused on certain factors related to the
training program, the business, the individual entrepreneurs, and the greater environment.
However, much research remains to be done, particularly to identify what characteristics of
training program content and delivery are most likely to positively impact training transfer after a
training program concludes. Based on those findings, I developed a theoretical framework that
can be used to guide future research on training transfer in entrepreneurship training settings.
For Article 2, I spent six months in Lima, Peru conducting semi-structured interviews and
in-field observations with seven trainers who worked directly with entrepreneurs enrolled in two
business training programs. Using Interpretive Phenomenological Analysis and Multiple Case
Analysis, I uncovered several themes relating to the role of these trainers in facilitating training
transfer. Several types of challenges hindered entrepreneurs from applying the principles and
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practices they were learning, and trainers used a variety of strategies in their efforts to help
entrepreneurs overcome those challenges. The strategies the trainers used generally fell into five
different categories of building trust and relationships, motivating, giving consistent and longterm support, teaching for understanding, and customizing the training to the needs and interests
of each entrepreneur. Some trainers focused their efforts to “change the entrepreneur” while
others also used strategies to “change the training” to better fit the entrepreneur.
Article 3 tested the impact of a six-month training program in Lima, Peru as well as the
impact of adding learning contracts to the program. Entrepreneurs enrolled in the training
program saw a significant difference in the knowledge of business principles as well as various
business practices, but there was no statistically significant impact on sales. Much of the impact
of the training program was likely due to the individual mentoring and follow up by trainers
throughout the entire program. Learning contracts made some impact on measures of business
practices but not all practices, possibly because learning contracts guided entrepreneurs to
choose one specific business practice on which to focus.
There remain many different and promising avenues for research on how to build and
administer effective entrepreneurship training programs in developing economies. Most studies
and evaluations have looked only at training programs as a whole and do little to reveal what
specific characteristics of the training program might explain any impacts from the program on
business knowledge, application, and sales or profits. The role of trainers, coaches, and mentors
in training programs can be explored further to identify how different trainer characteristics,
practices, and skills might improve the performance of entrepreneurs enrolled in training
programs. Learning contracts are just one of many potential training program characteristics that
need further research for their effect on training program effectiveness. As consistent, long term,
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individual mentoring and follow up are a likely reason for the success of the training program,
further research can be done to better understand exactly how and when this kind of approach
could be most successful as well as how it could be administered in an economically sustainable
way.

167
DISSERTATION REFERENCES
Cho, Y., & Honorati, M. (2014). Entrepreneurship programs in developing countries: A meta
regression analysis. Labour Economics, 28(C), 110-130.
Global Entrepreneurship Monitor. (2018). Global Report on Entrepreneurship. Retrieved from
https://www.gemconsortium.org/report/50012
McKenzie, D., & Woodruff, C. (2014). What are we learning from business training and
entrepreneurship evaluations around the developing world? The World Bank Research
Observer, 29(1), 48–82.
McKenzie, D., & Woodruff, C. (2015). Business practices in small firms in developing countries
(Policy Research Working Paper No. 7405). World Bank.
https://openknowledge.worldbank.org/handle/10986/22662

168
APPENDIX A
IRB Study Approval for Quantitative Portion of Research (Article 3)

Memorandum
To: Professor Stephen Yanchar
Department: IP&T
College: EDUC
From: Sandee Aina, MPA, IRB Administrator
Bob Ridge, PhD, IRB Chair
Date: March 22, 2019
IRB#: E19066
Title: “Training Transfer for Entrepreneurs in Business Training Programs in
Peru”
Brigham Young University’s IRB has approved the research study referenced in the subject
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